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CHAPTER I. INTRODUCTION 
The recent wave of interest in organizational culture 
has been the result of a combination of factors including 
research findings, commission reports, and books emanating 
from a demand for increased productivity in both the private 
and public sectors. Much of this interest was stimulated by a 
series of books that had a dramatic effect on American 
business. Theory Z (Ouchi, 1981), Corporate Cultures; The 
Rites and Rituals of Corporate Life (Deal and Kennedy, 1982), 
The One Minute Manager (Blanchard and Johnson, 1982), and In 
Search of Excellence (Peters and Waterman, 1982) all stress a 
people-oriented business approach to Increased productivity. 
Increasingly, business analysts and researchers have 
focused their attention on organizational culture. Deal and 
Kennedy (1982) in, Corporate Cultures, hit the topic squarely, 
"Whether weak or strong, culture has a powerful influence 
throughout an organization; it affects practically everything 
- from who gets promoted and what decisions are made to how 
employees dress and what sports they play" (p. 4). Continuing 
organizational research on culture provides convincing 
evidence that the concept offers significant insights into the 
functioning of organizations (Human Synergistics, 1987). 
Strong evidence supporting the influence of 
organizational culture has also been provided by analysts 
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Of U.S. and foreign corporations who have consistently found 
significant correlations between organizational culture and 
productivity. "Currently, companies across all sections of 
the economy - banks, insurance companies, hotel chains, and 
airlines - are now struggling to identify, revitalize, and 
reshape their cultures" (Deal, 1985, p. 608). 
Each school, like each business organization, has a 
culture. In education, a chain of events beginning with 
the research findings on effective schools by Edmonds 
(1979) helped spur the school reform movement of the 1980's. 
Other significant studies included the longitudinal study of 
12 English high schools by Rutter, Maughan, Mortimore, and 
Ouston (1979); and a study of 68 Michigan elementary schools 
by Brookover, Beady, Flood, Schweitzer, and Wisenbaker (1979). 
A significant segment of this early school effectiveness 
research identified the social and cultural characteristics of 
the school as a major ingredient in the school improvement 
process. 
Given the current interest in school restructuring, 
accountability, and change, Deal (1985) offers this advice; 
"As educators begin to rekindle and reshape local 
practices, they need to give considerable attention to 
another potentially influential, but largely unmeasured and 
unmentioned factor in academic performance: school culture. 
They need to look inward - to reexamine, revitalize, and 
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possibly revise school culture" (pp. 604-605). This 
sentiment was echoed by other educational analysts 
including Barth (1986) who wrote, "What needs to be 
improved about schools is their culture, the quality of 
interpersonal relationships, and the nature and quality of 
learning experiences" (p. 296). Saphier and King (1985) 
wrote that, "the culture of the school is the foundation for 
school improvement...if certain norms of school culture are 
strong, improvements in instruction will be significant, 
continuous, and widespread; if these norms are weak, 
improvements will be at best infrequent, random, and slow" (p. 
67). Sweeney (1986) warned that, "Shaping the school's 
culture is not a panacea, but it is a systematic approach to 
transforming men and women from workers into committed, 
purposeful, and successful members of the most dynamic and 
important force in our society" (p. 142). 
Organizational culture was recently identified as "one 
of the most plausible new forms of leverage on the 
organization to come along in years" (Vaill, 1989, p. 146). 
Schainker and Roberts (1986) agreed when they wrote, "When 
fully understood, culture provides a powerful lever for 
change. In fact, current organizational theories suggest that 
it may very well be among the most important tools available 
to an effective leader" (p. i). 
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During the past decade a limited number of researchers 
in the private sector, including Kilmann and Saxton (1985); 
and Allen and Pilnick (1983), have developed instruments to 
assess cultural norms of behavior in business organizations. 
Their research indicates that business productivity is 
affected either positively or negatively by the culture of the 
organization. In addition, Allen and Pilnick (1983) noted 
that their "experience indicates that it is possible for 
employees and managers working together within a normative 
systems program to increase organizational effectiveness to a 
marked degree. We have no choice as to whether norms will 
exist in our organizations, but we do have a choice as to what 
norms will exist" (p. 35). 
Statement of the Problem 
In the two most significant studies of school outcomes, 
research teams led by Rutter et al. (1979) and Brookover et 
al. (1979) produced strong evidence that the culture of the 
school plays a vital part in determining the behavior and 
ultimately the achievement of students. "The behavior of 
children in school, especially their achievement in academic 
subjects, is partly a function of the social and cultural 
characteristics of the school social system" (Brookover et 
al., p. 6). Researchers and theorists in education, as in 
business, continue to point to culture as a major variable 
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in the school effectiveness equation. Unfortunately, we 
know very little about the culture of schools. 
While several school climate survey instruments exist, 
only two known instruments are available to measure the 
school culture. They are the School Work Culture Profile 
(Snyder, 1988) and the School Culture Survev (Schainker and 
Roberts, 1986). of these, only the School Work Culture 
Profile (Snyder, 1988) has been tested for content validity 
and reliability. The focus of the School Work Culture 
Profile (Snyder, 1988) is limited however, to "planning, 
staff development, program development, and organizational 
assessment" as they relate to the total construct of school 
culture. 
Several contemporary authorities have developed their 
own lists of factors, subscales, or indicators of school 
culture (Deal, 1985; Saphier & King, 1985; Schein, 1985; 
Schainker and Roberts, 1986; Snyder, 1988). While many of 
these lists identify similar or identical factors, no two 
lists are identical. To accurately assess the total school 
culture, the multitude of key factors that comprise the 
school organizational culture need to be identified and 
validated by a panel of experts and practitioners. Within 
this framework, a key factor is a construct or any similar 
or related group of constructs that influence or reflect a 
school's culture. As an integral part of the whole, each 
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key factor fulfills an important role not only in the 
quality of life but also the productivity of the school 
organization. Whether these key factors are called elements, 
indicators, dimensions, or subsets - they still combine to 
represent the complex whole known as school culture. 
Next, productive school norms, or unwritten rules of 
expected and anticipated productive behaviors which reflect 
each of the key factors, need to be identified. According 
to Schein (1985), an "assessment of the strength and 
complexity of a group's culture can be obtained if one 
looks at that group's norms - their number, stability, and 
interconnectedness" (p. 167). "Norms determine the way 
people dress and talk; the way participants respond to 
authority, conflict, and pressure; and the way people 
balance self-interests with organizational interests" (Hoy 
and Miskel, 1987, p. 253). Concerning cultural norms, 
Sweeney (1986) has written, "These unwritten rules which 
often are only at a dim level of conscious awareness 
influence the behavior of everyone (including supervisors) 
in the organization" (p. 136). Hoy and Miskel (1987) 
referred to norms as "the basic building blocks of 
cultures" and continued to write; 
If we are concerned with changing organizational 
behavior, then it is important to know and understand 
the norms of that culture. Any group, no matter its 
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size, once it understands itself as a cultural entity, 
can plan its own norms, creating positive ones that 
will help it reach its goals by modifying or 
discarding the negative ones. (p. 252) 
But, as Schein (1985) warns, "Unless we learn to 
analyze such organizational cultures accurately, we cannot 
really understand why organizations do some of the things 
they do and why leaders have some of the difficulties that 
they have" (p. 3). 
"A valid and reliable school culture audit is the 
first necessary step in understanding school cultures so 
that educational leaders can begin to make a difference in 
trying to shape, mold, and strengthen it" (Blendinger and 
Jones, 1988, p. 22). The primary purpose of this study 
is to develop and pilot-test a school culture audit that, 
when used in a school setting, will measure not only the 
degree to which staff members value and desire productive 
school behaviors, but also the degree to which normative 
behaviors reflecting those beliefs and values are observed 
to exist by staff members in the school. Theoretically, the 
difference between expected or desired behaviors and the 
actual norms of behavior should reveal a school culture-gap. 
Thus, a comparison between the responses to each item will 
result in a culture profile showing what behavioral norms are 
observed to exist and what behavioral norms are desired to 
8 
exist by members of a specific school. The problem of this 
study is to determine if these beliefs and norms form 
constructs which are related in a meaningful way. 
The basic assumption is that a school culture-gap (the 
difference between behavior that is desired and behavior 
that actually exists) is the result of a lack of 
expectations. A school culture-gap will exist in a 
situation where actual norms of behavior fall short of 
desired norms of behavior because the desired behavioral 
expectations are not communicated, modeled, and rewarded. 
The elimination or narrowing of school culture-gaps, then, 
is similar to the building of a positive and productive 
self-fulfilling prophecy. If, on the other hand, the 
desired behavioral expectations are present, but the actual 
norms of behavior do not meet the desired norms, then 
something is blocking the desired norms of behavior from 
occurring. These blockers or barriers must be identified 
and eliminated. 
Purpose of the Study 
The primary purpose of this study is to develop and 
pilot test a school culture audit. Other purposes of the 
study are: 
1) To identify key factors that comprise school 
culture by reviewing and synthesizing the existing 
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literature. 
2) To validate these key factors through a national 
panel of experts and practitioners. 
3) To review and synthesize the existing literature to 
identify norms of staff behavior that reflect the 
key factors of school culture. 
4) To pilot test the resulting school culture 
audit with a selected sample of elementary, junior 
high or middle school, and upper secondary teachers 
and school administrators in Iowa. Data from this 
pilot test will be used to determine an estimate of 
the internal consistency for the items contained in 
the school culture audit. 
Basic Assumptions 
The research design of this study leading to the 
development and validation of a school culture audit is 
based on a number of assumptions and observations. These 
assumptions and observations are rooted in the school 
effectiveness research and the literature on organizational 
culture. The basic assumptions are: 
1. School culture is an important variable in the 
school effectiveness equation. 
2. School culture can best be determined by assessing 
core behavioral norms. 
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Norms of behavior can be recognized and identified 
by school personnel. 
If non-productive norms can be recognized, 
behavior can be changed and school culture can be 
intelligently and intentionally improved. 
The key factors of a productive school culture can 
be described adequately enough to permit the panel 
of experts and practitioners to make valid 
judgments. 
The panel of experts and practitioners will be 
able to make judgments that reflect an accurate 
assessment of the construct validity for the key 
factors of a productive school culture. 
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CHAPTER II. REVIEW OF LITERATURE 
"We are immersed in a sea. It is warm, 
comfortable, supportive, and protecting. Most of us 
float below the surface; some bob about, catching 
glimpses of land from time to time; a few emerge from 
the water entirely. The sea is our culture. Most of 
us act, think, and dream in terms of the norms and 
standards we have absorbed from the culture in which 
we are reared" (R. A. Webber, 1969, p. 10). 
Historical Perspectives 
The concept of culture is not new. The cultures of 
ethnic and other groups have been analyzed by anthropologists 
and sociologists for decades. From their ethnographic and 
cross-cultural research, both anthropologists and sociologists 
have identified the culture of societies and communities as an 
important factor in determining both individual and group 
behavior. By studying the elements of a society's culture, 
both scientific groups have found a valuable tool to better 
understand the thought, beliefs, and behavior of groups and 
of individuals. 
Credit has been given to E. B. Tylor, in 1877, for 
converting the German word "kultur" into the English version 
"culture" as accepted by anthropologists and sociologists 
(Barnouw, 1969, p, 67). Tylor defined culture as, "that 
complex whole which includes knowledge, belief, art, law. 
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morals, custom, and any other capabilities and habits acquired 
by man as a member of society" (p. 1). 
Ruth Benedict (1934), an anthropologist, provided this 
early insight into culture: 
The life history of the individual is first and 
foremost an accommodation to the patterns and 
standards traditionally handed down in his community. 
From the moment of his birth the customs into which he 
is born shape his experience and behaviour. By the 
time he can talk, he is the little creature of his 
culture, and by the time he is grown and able to take 
part in its activities, its habits are his habits, its 
beliefs his beliefs, its impossibilities his 
impossibilities, (p. 57) 
Organizational researchers in the private sector began to 
recognize the impact of culture in the workplace during the 
1930's and I940*s. As they described the nature and functions 
of informal organizations, leading writers and researchers of 
this time such as Follett (1941), Mayo and Roethlisberger 
(1939), and Barnard (1938), stressed the effect of workgroup 
norms, sentiments, values, and interactions on performance and 
productivity in the workplace. 
In 1945, the work of psychologist Ralph Linton centered 
on culture as a factor in determining and understanding human 
personality. From a psychological perspective, Linton (1945) 
13 
defined culture as "the configuration of learned behavior and 
results of behavior whose component elements are shared and 
transmitted by the members of a particular society" (p. 32). 
Business management theory of the I960's drew upon the 
study of culture in business organizations. William F. Whyte 
(1969) argued that business leaders must "be concerned with 
the way culture influences the day-to-day behavior of people 
in organizations and even the way in which they build their 
own organizations (p. 31). This echoed Deal's (1985) 
sentiment that, "a strong culture has almost always been the 
driving force behind continuing success in American business" 
(p. 5). 
Thus, from its genesis in anthropological and 
sociological studies of ethnic groups and societies, culture 
slowly and somewhat silently crept into the study of 
businesses' organizational life. The 1980*s marked the 
emergence of culture as a vital factor in organizational 
effectiveness as it attracted the attention of more and more 
theorists and researchers. Much of this heightened interest 
in the culture of organizations resulted from the publication 
of three major books which appeared in the business sector at 
this time: In Search of Excellence (Peters and Waterman, 
1982), Corporate Cultures (Deal and Kennedy, 1982), and Theory 
1 (Ouchi, 1981). Shortly after the release of these 
publications, Louis (1983) noted that, "it is increasingly 
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Clear that much of what matters in organizational life takes 
place at the cultural level. From the informal organization 
first recognized in the Hawthorne studies to the 
organizational politics currently in vogue among researchers, 
cultural phenomena pervade organizational life" (p. 43). 
Peters and Waterman (1982) in In Search of Excellence, 
noted that in their quest to determine why some companies 
were more successful than others, they set out to discover 
the structures and processes behind America's most successful 
businesses. What they discovered instead, was that it is the 
people in the organization that make a difference. Peters and 
Waterman concluded that strong, cohesive cultures inspire high 
performance and productivity. 
William ouchi (1981), in Theorv Z. agreed. The success 
of effective corporations in both Japan and America, according 
to Ouchi, is a function of a distinctive corporate culture. 
Deal and Kennedy (1982) in Corporate Cultures, emphasized the 
same point. Their studies led them "to one unmistakable 
conclusion; the people who built the companies for which 
America is famous all worked obsessively to create strong 
cultures within their organizations" (p. 8). In Deal and 
Kennedy's (1982) words: 
The early leaders of American business believed that 
the lives and productivity of their employees were 
# 
shaped by where they worked. These builders saw their 
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role as creating an environment - in effect, a culture 
- in their companies in which employees could be 
secure and thereby do the work necessary to make the 
business a success, (p. 5) 
Deal and Kennedy concluded that a company's performance 
can be predicted by diagnosing the culture because, "even 
roughly defined, culture has a very strong influence on a 
company's behavior over time. And the influence is 
predictable" (p. 129). 
Within the last few years the literature on culture 
generated by those who study organizations has flourished. 
Peter Vaill (1989), editor of Organizational Dynamics, noted 
that "organizational culture has been the most common topic 
among articles submitted (for publication] in the past three 
years" (p. 144). 
The Culture - Climate Debate 
Like many concepts, however, there exists as many 
definitions of culture as there are writers, researchers 
and analysts of the subject. As a result, "organizational 
culture as a concept has been misunderstood and confused 
with other concepts, such as climate" (Schein, 1985, p. 
24). Many examples of how the distinction between the two 
terms is blurred exist in the literature. According to 
Denison (1990), much of this confusion results because both 
16 
concepts share a similar problem. "They must explain the 
way in which the behavioral characteristics of a system 
affect the behavior of individuals, while at the same time 
explain the way in which the behavior of individuals, over 
time, creates the characteristics of an organizational 
system" (Denison, 1990, p. 24). 
"If we are to get any benefit from the concept 
[culture], we must first build a common frame of reference 
for analyzing it and we must use it in a theoretically 
appropriate manner" (Schein, 1985, p. 24). Thus, it is 
important to draw a careful distinction between the terms 
culture and climate if we are to be effective in utilizing 
either term. 
Sweeney (1988) has written that school climate "is a 
term used to describe how people FEEL about working and 
learning in their organization" (p. 1). Others agree, "It 
refers to the way the organization feels to the people inside 
it and is, in a sense, generic individual perceptions of a 
setting" (Human Synergistics, 1987, p. 1). Climate then, 
revolves around PERCEPTIONS and reflects ATTITUDES about how 
people FEEL about working in the organization. As Denison 
(1990) notes, climate is "a common perception, or a common 
reaction of individuals to a situation. Climate should be 
used to refer to a set of conditions that exist and have an 
impact oh individuals' behavior although the existence of 
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these conditions can often only be determined by perceptual 
data" (p. 24). In addition, climate is often viewed as a 
morale or "happiness factor" that refers to how people feel 
on a given day and, because it is centered on people's 
perceptions and feelings, is relatively unstable and subject 
to change on a day-to-day basis. 
Recently, the term culture has become increasingly 
popular in the literature stressing the importance and 
impact of individual behavior upon organizational 
effectiveness. Denison (1990) has noted that, "this 
literature, though in some ways addressing a similar 
phenomenon to organizational climate, has a different emphasis 
and flavor, and has addressed a number of aspects of 
organizational behavior that have been neglected by those who 
have chosen the climate approach to the study of behavior in 
organizations" (p. 27). 
"The culture perspective has focused on the basic 
values, beliefs, and assumptions that are present in 
organizations, the patterns of behavior that result from 
these shared meanings, and the symbols that express the 
links between assumptions, values, and behavior to an 
organization's members" (Denison, 1990, p. 27). While 
specific definitions of culture differ, they still tend to 
emphasize that culture encompasses beliefs and values that 
influence the way members of an organization think and 
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behave. Sweeney (1986) outlined the importance of values 
to understanding organizational culture when he wrote, 
"what we value gets translated into norms of behavior that 
is anticipated and expected by the group of its members. 
These unwritten rules which often are only at a dim level 
of conscious awareness influence the behavior of everyone 
in the organization" (p. 136). In summary, Sweeney (1986) 
wrote, "values lead to norms which either drive the 
organization or mire it in mediocrity" (p. 136). Put 
another way, norms, the anticipated and expected behavior 
of group members, will have a direct effect upon the 
productivity of any organization. 
School culture, then, refers to the underlying 
beliefs, values, and assumptions that are present in a 
specific school organization and the manifestation of these 
beliefs, values, and assumptions through norms of behavior 
that serve to guide and direct the group's members. Thus, 
organizational culture is the accepted and expected way 
that things are done in an organization, while climate is 
the way it feels to be a member of an organization. 
The distinction between how people say they FEEL ABOUT 
THE ORGANIZATION (climate) and what PEOPLE THINK SHOULD BE 
DONE AND THEN WHAT THEY ACTUALLY DO (culture) is crucial. 
Research by Allen and Pilnick (1983) "clearly indicates 
that what people actually do or are observed to do on a 
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day-to-day basis has much more significance than what they 
say" (p. 31). For example, it is possible that morale may 
be low in an organization and people may feel bad about 
working there—but they can still continue to do productive 
things. 
Private Sector Research on Organizational Culture 
Current organizational research on culture in the 
private sector, coupled with the development of instruments 
to measure it by assessing norms of behavior, have provided 
convincing evidence that culture offers significant insights 
into the productivity of organizations and of positively 
affecting that productivity. The current research leaders 
into the relationship between organizational culture and 
productivity in the private sector are Kilmann and Saxton; and 
Allen and Pilnick. Both groups have developed and used 
culture survey instruments to assess productive and 
unproductive norms of behavior in business organizations. 
Allen and Pilnick (1983) see organizations in a unique 
way; 
Each organization is, in reality, two organizations. 
The first is visible, often articulated, expressed in 
the company's table of organization charts as well as 
in its policy and procedures manuals. What lies 
beneath is another organization, frequently invisible 
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to outsiders, rarely committed to writing, but usually 
more powerful than the first, (p. 21) 
Allen and Pilnick (1983) called this invisible, 
unwritten organization the "shadow "organization" and 
described what this organization does as "the informal day-
to-day behavior carried on in the name of tradition, habit, 
and expectation" (p. 21). According to Allen and Pilnick, 
this shadow organization is more powerful than the charts, 
policies, and manuals in determining organizational 
productivity. 
Allen and Pilnick first investigated the power of 
behavioral norms in studies of ghetto youngsters in Newark, 
New Jersey. Their research revealed most of the youngsters 
in the ghetto encountered trouble with the law because of 
severe pressure to succumb to peer group norms. They noted 
that "in a few short weeks, because of their desire to 
become part of the teenage culture that existed in Newark 
at the time, the dress, speech, and behavior patterns of 
youngsters who had arrived from southern states was totally 
altered. New norms were being established to the detriment 
of both the youngsters and the communities of which they 
were a part" (Allen and Pilnick, 1983, p. 23). 
Allen (1980) has addressed the importance of norms: 
Social forces are transforming our groups. Cultural 
norms develop, teaching us what is expected, 
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supported, and accepted by the people we live and work 
with. These norms exert powerful pressure, causing us 
to behave in ways that often run counter to our real 
wishes and goals, (pp. 31-32) 
As a result of their research, Allen and Pilnick 
(1983) developed the Culture Norm Profile to assess and 
identify the difference between existing cultural norms and 
the ideal or desired norms of behavior for ten elements of 
organizational culture. This expressed difference between 
the actual norms of behavior and the desired norms of 
behavior for these ten elements produce a cultural "norm 
gap." 
Allen and Pilnick also reported that their research 
has shown that there is a direct relationship between the 
profitability of an organization and its norm gap. Those 
organizations that have been most successful have a narrower 
overall norm gap; there is little difference between the 
actual norms of behavior at work within the organization and 
the norms of behavior desired by its members. 
In addition, Allen and Pilnick (1983) noted: 
our experience indicates that it is possible for 
employees and managers working together within a 
normative systems program to increase organizational 
and personal effectiveness to a marked degree. In 
specific programs, production among agricultural 
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workers was more than doubled. Assembly line errors 
in a manufacturing plant were reduced by 60 percent. 
Breakage and theft of products in a retail chain were 
reduced by 70 percent. Accidents in a construction 
company were cut in half. Sanitation standards in a 
food handling company were markedly improved. Average 
productivity of sales calls in a food service company 
was increased by 60 percent. Moreover, these 
improvements were lasting ones. In all cases the 
programs resulted in more income for workers and 
higher levels of job satisfaction and personal 
success, (p. 35) 
At approximately the same time that Allen and Pilnick 
were developing and testing their Culture Norm Profile. 
Kilmann and Saxton (1983) developed and used the Kilmann-
Saxton Culture-Gap Survey. The Kilmann-Saxton Culture-Gap 
Survev (1983) measured the difference between desired and 
existing cultural norms in dozens of businesses in the 
United States and Europe. As a result of this research, 
Kilmann (1989) concluded that, "the larger the culture-gap 
[the difference between desired and actual cultural norms], 
the greater the likelihood that the current norms are 
hindering performance" (p. 59) . 
The results obtained from the Kilmann-Saxton Culture 
Gap Survev (Kilmann & Saxton, 1983) and the Culture Norm 
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Profile (Allen & Pilnick, 1983) have also been used to 
determine if an organization has a relatively strong or 
positive culture (high or positive consensus among 
respondents) or a weak or negative culture (no consensus or 
low negative consensus among respondents). They have shown 
that the norms of behavior existing in organizations often 
differ substantially from the values and norms that group 
members believe would contribute to organizational 
effectiveness and productivity. These findings can help to 
explain why motivation is low, why goals are not being met, 
and why and what the members are dissatisfied with in the 
organization. These data which are otherwise unavailable 
to organizational leaders, may, as some researchers contend, 
provide an important vehicle for organizational change and 
improvement. 
Kilmann (1989) contends that "norms, rather than any 
other manifestation of culture - provide the leverage 
points for managing and sustaining cultural change" (p. 51). 
"If managers and members decide that change should occur, then 
changes can be brought about" (Kilmann, 1989, p. 65). This is 
possible because as Kilmann (1989) writes: 
It is not easy being a deviant in a group when 
everyone else is against you. Every person's need to 
be accepted by a group - family, friends, coworkers, 
or neighbors - gives a group leverage to demand 
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compliance with its norms. If a norm is violated - if 
someone behaves differently from what the norm 
dictates - there are immediate and strong pressures to 
get the offending party to change her behavior, (p. 54) 
In a recent research project, Daniel Denison (1990) 
studied the impact of culture on organizational performance 
and effectiveness using both a qualitative and quantitative 
approach. His quantitative approach relied on "a research 
design, standardized instrumentation, and a set of research 
procedures, applied in a comparable fashion to a set of 34 
organizations" (p. 3). His qualitative approach examined 5 of 
these 34 organizations "through a series of case studies that 
focus on the history and background of each corporation, and 
the firm's culture, management practices, and effectiveness" 
(Denison, 1990, p. 3). 
Denison (1990) concluded that, "organizational culture 
has a close relationship to the effectiveness of these 
companies. The quantitative results show that behavioral 
measures gathered through survey research can be strong 
predictors of the future financial performance of these 
organizations" (p. 3). In addition, Denison (1990) 
believes that, "an organization's normative system - its 
system of values and management practices - can be one of 
the organization's most important assets or most destructive 
liabilities" (p. 16). 
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Existing School Culture Research 
It seems likely that each school, just like each 
business organization, also has its own culture. However, 
research focused on school culture is very limited. Still, 
researchers and theorists in education, as in business, are 
now pointing to the important role of culture in guiding 
individual and group behavior in schools. This is due, in 
part, to the early school effectiveness research findings 
of Edmonds (1979), Rutter (et al., 1979), and Brookover (et 
al., 1979). 
In a longitudinal study of 12 urban secondary schools, 
Rutter (et al., 1979) found that some schools can and do 
make a difference in the academic and social success of their 
students. It is suggested in Fifteen Thousand Hours (Rutter 
et al., 1979), that the school's "ethos" contributed to the 
difference in student performance in the more successful 
schools. Rutter (et al., 1979) described ethos as, "the set 
of values, attitudes and behaviours which will become 
characteristic of the school as a whole" (p. 179). It is also 
noted "that any relatively self-contained organisation tends 
to develop its own culture or pattern; this also applies to 
secondary schools" (p. 184). Rutter (et al., 1979) concluded 
by writing, "we found that these variations in outcome 
(between schools studied) were systematically and strongly 
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associated with the characteristics of schools as social 
institutions" (p. 295). 
In another very significant study in 1979, a research 
team led by Wilbur Brookover (Brookover et al., 1979) 
studied 91 elementary schools chosen at random in Michigan. 
Their study was designed to examine the possible effects of 
the characteristics of the school social system on student 
learning outcomes. The general hypothesis that guided this 
research was that the cultural or social-psychological 
normative climate and the student status-role definitions 
which characterized the school social system explain much of 
the variance in achievement and other behavioral outcomes of 
the school. The researchers concluded that, "We believe that 
the social system of the school explains these differences in 
outcomes and these failures, and further, that the school 
social systems currently provided are designed to produce 
exactly this range of outcomes" (Brookover et al., 1979, p. 
148) . 
Thus, it appears that culture plays an important role 
in guiding individual and group behavior in schools, but 
more importantly, "by influencing behavior, culture affects 
productivity - how well teachers teach and how much students 
learn" (Deal, 1985, p. 611). If culture does indeed play an 
important role in guiding individual and group behavior, then 
understanding and shaping the school culture in a positive 
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direction can positively affect individual and group behavior 
and ultimately achievement. 
As previously noted, while several organizational 
culture instruments are available for use in the private 
sector, only two known instruments are available to measure 
the school culture. They are the School Work Culture Profile 
(Snyder, 1988) and the School Culture Survey (Schainker and 
Roberts, 1986). Only the School Work Culture Profile has been 
tested for content validity and reliability. To achieve this, 
a fifteen member panel of experts was asked to assess item 
relevance on a six-point Likert scale. A rating of six was 
awarded by the panel to an item judged to be "very relevant." 
"In item relevance, the subscale means ranged from 5.46 to 
5.72; the total scale mean equaled 5.53" (Snyder, 1988, p. 9). 
The focus of the School Work Culture Profile is limited 
however, "only to the subscales of planning, staff 
development, program development, and organizational 
assessment" (Snyder, 1988, p. 5). 
Schainker and Roberts (1986) used their School Culture 
Survey within the context of the school setting. Their 
findings led them to conclude that culture is an important 
tool to be successfully used by school leaders to facilitate 
change or improvement. As Schainker and Roberts (1986) noted: 
By understanding and using the cultural elements of a 
school or district, the instructional leader can exert 
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a great deal of leverage to improve student learning. 
He/she can either align instruction improvement 
strategies to take advantage of existing organizational 
norms, or he/she can shape new norms that will facilitate 
the accomplishment of his/her instructional improvement 
goals, (p. 1-49) 
Recent case study research by Deal and Peterson (1990) 
provides strong evidence that school leaders can transform 
the culture of their schools. In The Principal's Role in 
Shaping School Culture. Deal and Peterson (1990) described 
how five principals, acting on the values, beliefs, and 
normative behavioral systems of their schools, positively 
affected the culture of their schools resulting in 
improvements in student achievement. 
For educational leaders, then, school culture appears 
to be a powerful lever to facilitate and enhance school 
effectiveness. As Deal (1985) believes, "In the past, we 
have had either answers without a pressing question or an 
immediate problem without apparent solutions. Now we 
appear to have both a crisis and a direction—which has 
resulted in significant interests in educational reform at 
the national, state, and local levels" (p. 601). 
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Summary 
From its beginnings in anthropology and sociology, 
culture has provided an important guide for the study of 
group behavior. During the 1980*s several publications 
caused business leaders to look inward at the culture of 
their organizations for increased productivity and 
effectiveness. These publications, by focusing on the 
behavioral side of business organizations, offered convincing 
evidence that the difference between successful and 
unsuccessful businesses could be attributed to the values and 
beliefs of an organization's members. 
continuing research in the private sector has 
concentrated on the identification of behavioral norms as a 
way to understand organizational culture. This is because the 
values and beliefs of organizational members have been found 
to be difficult to assess. However, these beliefs and values 
will usually be reflected in the much more visible norms that 
regulate and control the behavior of the group's members. 
Business leaders, using instruments to assess behavioral 
norms, have been able to positively change the culture of 
their organizations and ultimately improve effectiveness. 
We know that each school has a culture. The school 
effectiveness research of the 1980's has identified culture 
as an important element of the school improvement process. 
Considering the continuing public criticism of American 
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schools and in light of the literature available from the 
private sector supporting the importance of culture to 
organizational effectiveness, it behooves educational 
researchers to seriously examine school culture as a means 
to improve student performance. 
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CHAPTER III. METHODS 
This study was designed to develop and validate a 
school culture audit; an instrument for assessing school 
culture. The four major elements of the study outlined in 
this chapter are: 1) identification and validation of the key 
school culture factors, 2) development of the school culture 
audit, 3) sample selection and pilot testing the school 
culture audit, and 4) collection and treatment of data. 
Identification and Validation of the 
Key School Culture Factors 
The initial phase of this study involved the 
identification of a pool of key factors reflecting a 
productive school culture. The key factors were identified 
after a thorough review of the existing organizational culture 
literature and existing organizational culture surveys. For a 
factor to be included in the pool of key school culture 
factors, the researcher determined if the factor was clearly 
applicable to public schools and would directly or indirectly 
influence the school culture. If there was doubt concerning 
applicability of a factor, it was included in the pool. 
Thirty-six factors were initially selected for inclusion in 
this pool of key school culture factors. 
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À modified Delphi process was then used to investigate 
the construct validity of the 36 identified key school culture 
factors. For this study the modified Delphi process (Weaver, 
1971) involved mailing the pool of 36 key school culture 
factors to members of an expert panel in order to receive 
feedback. 
The expert validation panel consisted of 13 members. 
Four panel members were researchers and authors whose works 
consistently surface in the school culture literature. Nine 
panel members were school practitioners (3 elementary, 3 
middle or junior high, and 3 upper secondary school 
administrators) identified by their professional associations 
and others as outstanding school leaders. This 13-member 
panel was used to review the 36 key school culture factors and 
decide if the factors were a valid measure of school culture. 
The panel members that participated in the validation process 
are identified in Appendix A. 
A letter was mailed to each panel member explaining the 
study design and asking them to serve on a validation panel. 
The key school culture factor validation questionnaire was 
included with each letter. Each panel member was asked to 
assess: 1) the extent to which each key factor in the pool of 
school culture factors represented a concept or construct that 
is important in achieving excellence in schools, and 2) the 
extent to which they are satisfied with the explanation or 
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description of each key factor as it should exist in an 
excellent school. The panel was also provided an opportunity 
to make suggestions relative to the key factors and to make 
revisions to improve clarity. The questionnaire can be seen 
in Appendix B. 
To further investigate the validity of the pool of 36 key 
factors of school culture, a six-point Likert-style scale was 
used. Panel members were asked to rate both the clarity and 
the relevance of each key school culture factor. A rating of 
six was awarded a factor judged to be very satisfactory 
(clarity scale) or very important (relevance scale). A rating 
of one was given a factor judged to be very unsatisfactory 
(clarity scale) or not important (relevance scale). 
The 13 members of the validation panel were provided 
self-addressed, stamped envelopes to return the questionnaire 
to the researcher. All validation data from the panel of 
experts and practitioners were collected during the months of 
August, September, and October of 1990. 
Item means and standard deviations were calculated to 
determine both language clarity and factor relevance. Six 
factors were deleted, one new factor was developed and the 
language of many factors was revised to improve clarity 
resulting in 31 key school culture factors. 
34 
Development of the School Culture Audit 
The format of the organizational culture assessment 
instruments developed and used by Kilmann and Saxon (1983); 
Allen and Pilnick (1983) in the private sector guided the 
development of the school culture audit. These researchers 
developed instruments to measure the difference between 
existing normative behaviors and behaviors desired by 
organizational members. This expressed difference between 
actual and desired behaviors produced a cultural norm-gap. 
The researchers reported significant correlations existing 
between the size of the norm-gap and organizational 
productivity. 
Many culture authorities suggest that understanding 
normative behavior in organizations is the way to 
understanding organizational culture. This is due to the 
difficulty in accurately assessing individual beliefs and 
values; the foundation of culture. What a person does or is 
observed to do on a day-to-day basis (normative behavior) has 
been found to have much more significance than what they say 
(espoused values). The research by Allen and Pilnick (1983) 
revealed that observed behavior often differs substantially 
from the values and behaviors that people in organizations say 
they desire. 
The design of the school culture audit was intended to 
measure the difference between the behaviors valued by staff 
members as important for achieving excellence in their school, 
and the normative behaviors that they observe in their school. 
Value statements were chosen to assess the behaviors desired 
by staff members because many organizational culture 
authorities agree that values form the foundation of 
organizational culture. 
For this reason, the final form of the school culture 
audit (Appendix D) used during pilot testing consisted of two 
parts. Each part of the school culture audit has 31 items. 
Part I lists and provides a description of the 31 key school 
culture factors as validated by the 13-member panel of culture 
experts and practitioners. The 31 key factors are presented 
to respondents as value statements. Respondents are asked to 
assess the degree to which they believe each key factor is an 
important value for achieving excellence in their school. 
Respondents agree or disagree using a five-point Likert scale. 
A rating of five is given by a respondent to a key value 
he/she strongly agrees is important for achieving excellence 
in his/her school. A rating of one is given to a value he/she 
strongly agrees is not important in achieving excellence in 
his/her school. 
To determine the school "culture-gap," or difference 
between values and actual observed behaviors, behavioral norms 
expected to influence productivity and corresponding to and 
reflecting each value statement from Part I were identified. 
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Norms may be defined as the unwritten rules of behavior that 
are anticipated and expected by members of a group or 
organization. 
The criteria used to select the behavioral norms of 
school staff members that make-up Part II of the school 
culture audit were; 1) K - 12 applicable, 2) size applicable 
(relevant for various sizes of schools), 3) clearly reflect 
important expectations of staff behavior, 4) have support in 
the research for influencing the productivity of the school 
organization, and 5) related to an identified key school 
culture factor or value. 
Thus, Part II of the school culture audit consists of 31 
behavioral norms corresponding to and reflecting each of the 
31 values found in Part I. The strength of the norm in that 
school is measured using a five-point scale. Respondents are 
asked to assess what they believe most other staff members in 
their school would do if another staff member was to 
demonstrate a specific behavior. A rating of one is given by 
a respondent who believes that most other staff members would 
approve and encourage this specific type of behavior. A 
rating of five is given by a respondent who believes that most 
other staff members would disapprove and discourage this 
behavior. Some of the behaviors are stated positively (so 
that agreement indicates a positive or favorable reaction by 
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most other staff members) and other behaviors are stated 
negatively. 
In summary. Part I of the school culture audit measures 
the degree to which staff members value the 31 key factors of 
school culture as important for achieving excellence in their 
school. Part II measures the degree to which normative 
behaviors representing those values are observed to exist by 
staff members in the school. The resulting difference, or 
school culture-gap, depicts the difference between "what is" 
observed to exist and "what might" exist in a highly effective 
school. 
A goal of this research is to determine if these values 
and norms form constructs which are related in a meaningful 
way. Content analysis by the researcher resulted in the 
grouping of the 31 key values of school culture into four 
subscales representing the total construct of school culture: 
1) Group Support Values, 2) Enabling Values, 3) Achievement 
Values, and 4) Motivation Values. These subscales are 
discussed below. 
The Group Support Subscale includes six key values 
of the school culture that discourage staff isolation and 
encourage staff sharing and other interactions helping to bind 
and integrate the organization into a productive and 
effective unit. The Enabling Subscale consists of twelve 
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key values which enhance the abilities of staff members to 
actively influence the effective functioning of their school 
through the freedom to develop and use their professional 
expertise to pursue individual as well as shared school goals. 
The Achievement Subscale encompasses seven key values 
of the productive school culture that impart and enhance 
student learning and a sense of ownership and obligation by 
the staff for what happens in their classroom and school. The 
Table 1. Key values grouped into subscales 
creativity 
positive physical setting 
common purpose 
constructive disagreement 
positive modeling orientation 
management of the learning environment 
SUBSCALE key value 






























importance of rewarding and recognizing productive workers 
is an important message contained in the literature about 
positive and productive organizational cultures. The 
Motivation Subscale contains six intrinsic and extrinsic 
motivators that promote professionalism as well as enhancing 
individual self-esteem. 
As in Part I, the 31 norm statements in Part II of 
the school culture audit were grouped into the four subscales 
of Group Support norms, Achievement norms, Enabling norms, and 
Motivation norms corresponding to the four subscales of key 
values from Part I of the audit. Appendix E shows the 
breakdown of the key school culture values and corresponding 
norm statements into subscales and the item number on the 
school culture audit corresponding to each. The items 
representing the 31 key values in Part I and the items 
representing the 31 norm statements from Part II are presented 
in random order on the school culture audit without reference 
to subscale identity. 
Sample Selection and Pilot Testing the School Culture Audit 
Eighteen school attendance centers representing six 
school districts from the Heartland Area Education 
Agency of central Iowa were selected to pilot test the 
school culture audit. Ten certificated staff members from six 
elementary, six junior highs, and six senior high schools from 
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these six districts with various K-12 district student 
enrollments were the sample in pilot testing the school 
culture audit. Three attendance centers from each of six 
school districts were selected: one elementary, one junior 
high, and one senior high school. 
The six school districts were selected from lists of 
central Iowa school districts provided to the researcher by an 
educational consultant from the Heartland Area Education 
Agency and by the central Iowa regional educational program 
consultant from the Iowa Department of Education. The design 
and purpose of this study was independently explained to each 
consultant. Each consultant was then individually and 
independently asked by the researcher to recommend a total of 
six central Iowa school districts to pilot test the school 
culture audit. Of the six districts, the consultants were 
directed to identify two districts with a total K-12 
student enrollment of less than 1000 pupils; two districts 
with a total K-12 student enrollment between 1000-2000 
pupils; and, two districts with a total K-12 student 
enrollment over 2000 pupils. 
The consultants were also asked to identify school 
districts that have sound K-12 educational programs. The 
consultants were requested not to include on their list any 
school districts possessing attendance centers which have 
received state or national recognition for excellence or are 
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generally perceived as being outstanding. Conversely, they 
were asked not to include on their list any school districts 
with attendance centers which have a non-positive reputation. 
The combined lists provided by the two consultants 
contained the names of ten different school districts. The 
six districts that participated in the pilot testing of the 
school culture audit were selected from this list of ten 
districts. Two of the districts selected (one in the small 
and one in the large student enrollment category) appeared on 
the lists provided by both consultants. Consideration in the 
selection of the remaining four districts from the 
consultant's lists of recommendations was made by the 
researcher to assure that the district attendance center 
structure (ex. K-6, 7-8, 9-12) was consistent between 
districts of the same student enrollment category (small, 
medium, and large). In addition, care was taken to select two 
districts from the pool of smallest districts (enrollment of 
less than 1000 students) that could provide a minimum sample 
of ten faculty members at each building level: senior high, 
junior high, and elementary school. In districts with 
multiple elementary attendance centers, the researcher 
selected elementary attendance centers of similar enrollment 
sizes across districts of the same total K-12 enrollment 
category (small, medium, and large). 
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The six school districts and 18 attendance centers chosen 
to participate in the pilot testing represent a very 
homogeneous sample. Most of the students, staff, and 
administrators who live and work in these districts are 
Anglos; there are very few minority students and staff in 
these districts. In fact, in all but two of the attendance 
centers, less than 3% of the total student enrollment are 
minority students with one building have 0% minority 
enrollment. In the other two buildings, 3.77% and 3.25% of 
the total student enrollment are minority with the greatest 
share being Asian and Hispanic. The districts are rural 
although residents of any of the six districts can reach a 
major Iowa metropolitan area within 30 minutes, socio-
economically, the population sample is predominantly middle-
class in all districts. 
Following the final selection of the districts and 
attendance centers, the purpose of the study was explained and 
permission to pilot test the school work culture audit was 
sought and granted the researcher during personal telephone 
conversations with the six district superintendents and with 
the eighteen building principals during the week of January 7, 
1991. The school districts and attendance centers that 
participated in the study are shown on Table 2. 
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Table 2. Participating central Iowa school districts 
School name Enrollment Administration 
SMALL SCHOOLS (K~12<1000) 
Gilbert Community Schools 615 
Gilbert High School 121 
Gilbert Junior High 155 
Gilbert Elementary 339 
Madrid Community Schools 587 
Madrid High School 156 
Madrid Junior High 94 
Madrid Elementary 3 37 
MEDIUM SCHOOLS (K-12 1000-2000} 
Adel-DeSoto Comm. Schools 1435 
Adel-DeSoto High School 416 
Adel-DeSoto Junior High 348 
Adel-DeSoto Elementary 328 
Norwalk Community Schools 1763 
Norwalk High School 485 
Norwalk Junior High 403 
Lakewood Elementary 301 
LARGE SCHOOLS (K-12>2000} 
Indianola Comm. Schools 2921 
Indianola High school 568 
Indianola Junior High 651 
Irving Elementary 4 61 
Newton Community Schools 3573 
Newton High School 1029 
Berg Junior High 557 
Emerson Hough Elem. 326 
Mr. Doug Williams, Supt. 
Mr. Jim Quarnstrom, Prin. 
Mr. Jim Quarnstrom, Prin. 
Mr. David Ashby, Prin. 
Mr. Marion Romitti, Supt. 
Mr. Barry Green, Prin. 
Ms. Gayle Strickland, Prin 
Ms. Gayle Strickland, Prin 
Mr. Tim Hoffman. Supt. 
Mr. Stan Norenberg, Prin. 
Mr. William Kimber, Prin. 
Mr. Jerry Hilton, Prin. 
Mr. Dewitt Jones, Supt. 
Mr. Greg Anderson, Prin. 
Ms. Elaine Smith, Prin. 
Mr. Tom McLaughlin,Prin. 
Mr. David Scala, Supt. 
Mr. Charles Miller, Prin. 
Dr. Robert Newsum, Prin. 
Mr. Richard Stock, Prin. 
Mr. Philip Hintz, Supt. 
Mr. Gary Kirchhoff, Prin. 
Mr. David Gallaher, Prin. 
Mr. John Villotti, Prin. 
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A cover letter and specific directions for completing the 
school culture audit were provided. Directions were also 
provided the building principal to distribute, collect, and 
return the culture audits to the researcher (Appendix C). The 
culture audits and directions were hand-delivered by the 
researcher to each of the eighteen building principals during 
the month of January, 1991. 
All teachers who participated in the pilot testing 
of the school culture audit represented schools voluntarily 
participating in the study. During pilot testing, 
completed school culture audits were requested from a 
sample of 180 teachers in central Iowa. Using linear 
systematic random sampling procedures, ten teachers were 
selected by the researcher from each of the eighteen school 
buildings participating in the study (N=180). The teachers 
were randomly selected from the 1991 Basic Educational Data 
Survey (B.E.D.S.) documents supplied by the Iowa Department 
of Education. The B.E.D.S. documents provide an 
alphabetical listing of all certificated staff members of 
each public school attendance center in Iowa. 
Collection and Treatment of Data 
The school culture audit was administered by the 
principal of each participating attendance center. Each 
building principal was given a list containing the names of 
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ten staff members under his/her supervision that were randomly 
selected by the researcher. The principals were instructed to 
(a) distribute the culture audits to the ten randomly selected 
staff members, (b) assure the participants that their input 
was very valuable to this research effort, (c) assure the 
participants that total confidentiality of their responses was 
guaranteed, (d) ask the participants to place their completed 
audits in the individual envelopes provided each staff member, 
seal the envelope, and return it to their building principal, 
(e) encourage the participants to return the completed audits 
to the building principal as soon as possible. 
The building principals were also responsible for mailing 
the completed audits back to the researcher in a large 
self-addressed, stamped envelope provided by the researcher. 
All data were collected during the months of January and 
February, 1991. Completed school culture audits were 
collected from 174 of the 180 teachers. The scoring for 
negatively stated items from Part II of the culture audit was 
reversed and the data analyzed. 
Initial data analysis involved four separate procedures. 
First, total means and standard deviations were calculated for 
the ratings given each of the 62 items by the 174 respondents. 
Means and standard deviations were also calculated for the 
aggregate of responses given the 62 items by the ten staff 
members of each attendance center (Appendix F). In addition, 
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means and standard deviations for each school were calculated 
for the four key value subscales in Part I and the four norm 
item subscales in Part II of the school culture audit. The 
culture gap or difference between behaviors desired and 
behaviors observed to exist was also determined for the 
subscale and each pair of value and corresponding norm items. 
As a second statistical procedure, t-tests for paired 
data were calculated to test for significant differences 
between the means of each value and corresponding norm item. 
In addition, oneway analysis of variance, tests for 
homogeneity were conducted at the .05 level of significance 
accompanied by the Duncan post hoc multiple-range procedure. 
The oneway analysis of variance was used to test the research 
null hypothesis that there would be no significant differences 
between the mean scores in the 18 sampled attendance centers 
relative to each of the eight subscales of items in the school 
culture audit. 
"o = Ml = ^2 = = • • • Mis 
Hg : At least two ^'s are not equal 
a = . 05 
It is assumed that the eight subscale mean scores from 
each of the 18 schools in the sample would not be exactly 
equal even considering the relatively small, homogeneous 
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sample from each school in this study. The real question 
under consideration was how unequal the means should be for 
the difference between them to be considered more than 
sampling variation. The oneway analysis of variance, test for 
homogeneity was used to test for statistical evidence of 
unequal mean scores between schools and the evidence examined 
for the magnitude of the differences. 
The oneway analysis of variance, tests for homogeneity 
assesses the statistical significance by an F-test in which 
the variance of scores caused by the way the means differ 
Between-groups is compared with the variance of scores found 
Within each group. However, analysis of variance does not 
specify which sample means differ significantly from one 
another. The Duncan post hoc multiple-range procedure was 
used to identify pairs of school mean scores found to be 
different at the .05 level of significance. 
Third, estimates of internal consistency reliability 
using Cronbach alpha were computed for each of the four 
subscales of school culture as they appear first in Part I of 
the school culture audit (Group Support values. Achievement 
values, Enabling values, and Motivation values) and secondly, 
and independently, as they appear in Part II (Group Support 
norms. Achievement norms, Enabling norms, and Motivation 
norms). Estimates of reliability using Cronbach alpha were 
also computed for the total of the 62 items contained in the 
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school culture audit as well as for the total of the 31 key 
values contained in Part I of the school culture audit and the 
total of the 31 norm statement items contained in Part II. 
Because the school culture audit contains items 
that have several possible answers, each with a different 
weight, and because scores from the population sample were 
obtained from a single pilot test, Cronbach's Coefficient 
Alpha (Cronbach, 1970, p. 161) was used to provide the 
estimates of internal consistency reliability. 
"Cronbach's Coefficient Alpha is a general form of the 
KR-20 formula that can be used when items are not scored 
dichotomously. In this case, then. Alpha is the appropriate 




where k = number of items 
2 
a = population variance 
i of an item 
2 
a = population variance 
t of total scores 
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According to Nunnally and Durham (1975), "investigations 
of reliability should be made when new measures are developed. 
Coefficient alpha is the basic formula for determining the 
reliability based on internal consistency and should be 
applied to all new measurement methods. Even if other 
estimates of reliability are made for particular instruments, 
coefficient alpha should be obtained first" (p. 332). 
Certainly, what constitutes a satisfactory level of 
reliability depends on how the measure is to be used. 
Because this study is the very earliest stage of research 
on the measure of the school culture construct, a modest 
reliability of .50 to .60 was determined to be sufficient 
(Nunnally and Durham, 1975 p. 345). 
Finally, a 31-by-31 correlation matrix was computed for 
the 31 key values in Part I of the school culture audit which 
measured the degree to which the respondents value each 
key factor of the school culture as important for achieving 
excellence in their school. An additional 31-by-3l 
correlation matrix was computed for the 31 behavioral norm 
statements contained in Part II of the school culture audit. 
Correlation coefficients were computed to reveal the direction 
of item relationships, the statistical significance of the 
correlations, and the strength of the item relationships. 
Thus, the correlation matrices provide data necessary to 
support the grouping of key values and norms items into the 
50 
subscales presented in Appendix E. Items that do not appear 
to be related, as well as items that do appear to be related 
to other items can be identified from the matrices. The 
Pearson correlation was used to determine the association 
between these items. The correlation coefficients were tested 
for the .05 level of significance. 
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CHAPTER IV. FINDINGS 
Introduction 
The purpose of this study was to develop a valid and 
reliable school culture audit. This instrument is designed to 
measure key values and the norms associated with productivity. 
In the initial phase of this study, the researcher identified 
36 key school culture factors after a thorough review of the 
literature and by examining other surveys. A national panel 
consisting of 13 school culture experts and practitioners was 
selected to assist in establishing the construct validity of 
the instrument. Panel members rated the importance of the 36 
school culture factors and the extent to which they were 
satisfied with the statement used to reflect the values for 
each key factor. Each value reflected what ought to exist for 
a school to be excellent. In addition, each panel member was 
asked to rate the clarity of the statements used to represent 
each key factor and to provide suggestions for improvement or 
other comments. 
The validation panel members used a six-point Likert-type 
response scale to rate the relevance and clarity of each item. 
A rating of six indicated that the item was very important 
(relevance) or very clear (language clarity). A rating of one 
was given a factor judged to be not important or not clear. 
Item means and standard deviations were calculated for both 
factor relevance and language clarity. Some items were 
deleted because some comments 
duplicative. The results are 
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indicated they were relevant but 
shown in Table 3. 
Table 3. Panel ratings of relevance and clarity for the key 
school culture factors N=13 
Item Relevance Rating; 1 = Not Important 
6 = Very Important 
Language Clarity Rating: 1 = Very Unsatisfactory 









1. Recognition 5.62 ( •  78) 5.08 (.86) 
2. Belonging 5.69 (. 48) 4.92 (1.04) 
3. Respect 5.69 (. 63) 5.15 (.90) 
4. Positive Physical Setting 4.92 (1. 12) 4.62 (1.61) 
5. Collegiality 5.77 (. 44) 5.54 (.66) 
6. Teamwork 5.77 (. 44) 5.62 (.51) 
7. Common Language 5.15 (. 99) 5.23 (1.01) 
8. Common Purpose 5.69 (. 63) 4.77 (1.48) 
9. Criteria for Inclusion 
and Exclusion* 
4.46 (1. 11) 4.31 (1.55) 
10. Customer/Consumer 
Orientation 
5.46 (. 88) 4.92 (1.44) 
11. Management of the Learning 
Environment 
5.39 (. 78) 4.23 (1.64) 
12. Risk Taking 5.77 (. 44) 5.15 (1.35) 
13. Creativity 5.46 (• 66) 5.31 (.95) 
14. Hero/Heroine Environment 4.92 (1. 19) 4.92 (1.50) 
Table 3. (continued) 
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15. High Expectations 5.92 .23) 4. 62 (2. 02) 
16. Maintains Standards of 
Performance 
5.77 .44) 5. 15 (. 90) 
17. Responsibility/Accountability 5.85 .38) 4. 92 (1. 61) 
18. Rewards/Punishments* 5.15 .80) 4. 62 (1. 50) 
19. Constructive Disagreement 5.54 .66) 5. 08 (1. 32) 
20. Communication Adequacy* 5.62 .51) 5. 00 (1. 53) 
21. Change 5.85 .38) 4. 69 (1. 75) 
22. Autonomy* 5.46 .66) 5. 31 (1. 18) 
23. Leadership 5.85 .38) 4. 92 (1. 44) 
24 . Positive Modeling 5.77 .44) 5. 69 (. 86) 
25. Internal Socialization 5.39 .77) 4. 77 (1. 64) 
26. School Pride 5.69 .48) 5. 39 (1. 12) 
27. Cost Effectiveness 4.69 ( .03) 4. 77 (1. 42) 
28. Empowerment 5.85 .38) 4. 92 (1. 72) 
29. Value of Learning Time 5.62 .65) 5. 39 (1. 19) 
30. Support 5.62 .65) 5. 00 (1. 00) 
31. Growth Orientation 5.77 .44) 5. 15 (1. 46) 
32. Trust 5.85 .38) 5. 31 (1. 11) 
33. Equity* 5.62 .65) 4. 92 (1. 80) 
34. Achievement Orientation 6.00 .00) 5. 46 (1. 39) 
Table 3. (continued) 
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35. Caring 5.85 (.38) 5.31 (1.25) 
36. Cohesiveness* 5.69 (.63) 5.00 (1.47) 
•Indicates items deleted following data analysis. 
Item means for relevance ranged from 6.00 to 4.69; the 
mean for all items was 5.57. Standard deviations ranged from 
1.19 (Hero/Heroine Environment) to .00; all panel members 
indicated that Achievement Orientation was a very important 
key culture factor. The average standard deviation for the 36 
items was .59. 
Item means ranged from 5.69 to 4.23 for language clarity. 
The mean for the 36 items was 5.03. Standard deviations 
ranged from 2.02 (High Expectations) to .51 (Teamwork); the 
average standard deviation was 1.31. 
Those factors with a mean score of 4.5 and above on the 
six-point scale were judged to be relatively strong in 
importance and clarity and most were left in the pool of key 
school culture factors. Those items that panel members 
indicated were duplicative were eliminated. Suggestions and 
comments from the 13 panel members were utilized to improve 
the wording of the value statements. The mean scores for 
language clarity indicate that most of the items were 
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relatively clear. Management of the Learning Environment 
(4.23) needed the most attention to improve clarity. 
Six factors 1) Criteria for Inclusion and Exclusion, 2) 
Rewards and Punishments, 3) Communication Adequacy, 
4) Autonomy, 5) Equity, and 6) Cohesiveness were deleted. 
Responsibility and Accountability previously combined as one 
factor were separated to create two factors. Thirty-one key 
school culture factors with revised language resulted and were 
included in the school culture audit. 
Content analysis was used to group the 31 key factors 
into four subscales: 1) Group Support, 2) Achievement, 3) 
Enabling, and 4) Motivation. Using the 31 key factors, values 
and norms were developed in order to determine the school 
culture and the school culture gap. Each of the 31 key 
factors included in the instrument is presented to the 
respondent as a value statement. Respondents rate the 
relative importance of each value for achieving excellence in 
his/her school using a five-point Likert response scale. A 
rating of five is given to a value considered to be "very 
important" for achieving excellence in schools. A rating of 
one is given to a value considered "not important" for 
achieving excellence in schools. 
Part II of the school culture audit consists of 31 
behavioral norm statements that parallel each of the 31 key 
values of school culture. Respondents are asked to identify 
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what they believe most other staff members in their school 
would do if another staff member was to demonstrate a specific 
behavior using a five-point scale. A one, for example, is 
used by the respondent to indicate that most other staff 
members would approve and encourage this specific type of 
behavior. A rating of five is given by a respondent to 
indicate that most other staff members would disapprove and 
discourage this behavior. A norm statement parallels each of 
the 31 values. The 31 norm items were also grouped into the 
four subscales; Group Support, Achievement, Enabling, and 
Motivation paralleling the four value subscales. The school 
culture audit used for data collection can be seen in Appendix 
D. 
Pilot testing the school culture audit involved use of 
the survey with 180 certificated staff members randomly 
selected from 18 attendance centers (10 staff members from 
each attendance center) to complete the 62-itera audit. Of the 
18 attendance centers, six were elementary, six were junior 
highs, and six were senior high schools. In each attendance 
center category (elementary, junior high, and senior high), 
two schools belong to each of three K-12 enrollment sizes; 
small, medium, and large. For this study, a large school was 
identified as having a K-12 enrollment of over 2000 students; 
a medium school having a K-12 enrollment between 1000 to 2000 
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students; and, a small school having a K-12 enrollment of less 
than 1000 students. 
The school culture audit was used to examine staff 
members' values related to their school and staff members' 
perceptions of the behavioral norms in their school. One-
hundred seventy-four certificated staff members from 18 
schools in central Iowa returned completed school culture 
audits. 
The results of the statistical analyses will be provided 
in table form. Statistical analyses include: 1) the means and 
standard deviations for each of the 62 items, 2) means and 
standard deviations for the four subscales of values and 
norms, 3) the means of each attendance center staff for each 
value and norm and each subscale grouping of values and norms. 
Tables showing the culture gap, or difference between the 
means of the values and the norms for individual items and the 
difference between the means of the subscale groupings of 
values and norms are also presented. Differences between the 
means of each pair of value and norm items were tested for 
significant differences through the use of t-tests for paired 
data. Oneway analysis of variance, tests for homogeneity were 
used to test the null hypothesis that there would be no 
significant difference between the mean scores in the 18 
sampled schools relative to the eight subscales in the school 
culture audit. 
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The Cronbach Alpha reliability coefficient was calculated 
to gain an estimate of the internal consistency reliability 
for the total of the values and the total of the norms in the 
culture audit as well as for the school culture subscales of 
Group Support Values, Achievement Values, Enabling Values, and 
Motivating Values, and for the subscales of Group Support 
Norms, Achievement Norms, Enabling Norms, and Motivating 
Norms. Pearson correlation coefficients were calculated for 
all values and norms using a 31 X 31 matrix format. 
Key School Culture Values and Norms 
Means and standard deviations were calculated for each of 
the 31 key values and for each of the norms (Table 4) of the 
school culture audit by the 174 respondents. Means and 
standard deviations were also computed for the four subscales 
of key values and the four subscales of norms (Table 4). The 
culture gap, or difference between values and norms was also 
calculated for each value and norm and each subscale grouping 
of values and norms for each the 18 sampled schools (Table 4). 
In addition, means and standard deviations were calculated for 
the aggregate of responses to each value and norm item by 
school (Appendix G) and to each subscale grouping of values 
and norms by each of the 18 schools (Table 5). 
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Table 4. Item means and standard deviations for key 
values® and behavioral norms^ presented by 
subscale groups with culture gap N=174 
*Means significantly different at the .05 level (2-
tailed t-test for paired data) 
SUBSCALE Culture 
Key Value-Behavioral Norm Key Values Norms Gap 
X SD) X (SD) (+ or -) 
GROUP SUPPORT 4 .48 .15)4 4 .22 (.17)4 -.26* 
Collecrialitv-Establish a 4 .70 .51) 4 .20 (.65) — .50* 
Sharing Network# 
Teamwork-Refuse to Join 4 .71 .48) 4 .18 (.65) -.53* 
Team Building 
Internal Socialization- 4 . 10 .75) 4 .04 (.76) -.06 
Maligns School In Public 
Trust-Pleas for Greater 4 .27 .59) 4 . 03 (.79) -.24* 
Trust by Staff* 
Belonainq-All Are Important 4 .69 .50) 4 . 35 (.74) -.34* 
Members of the School# 
SuDDort-Fails to Help 4 .42 .53) 4 .45 (.52) + .03 
Colleauge in Need# 
ENABLING 4 .36 .16) 4 3 .87 (.19)4 -.49* 
Emoowerment-Desires More 4 .29 .69) 3 .89 (.89) — .40* 
Shared Decisionmaking# 
Leadershio-Refuses to 4 .12 .62) 3 .98 (.64) — .14 
Accept Leadership Role 
Change Orientation-Refuses 4 .21 .66) 3 .86 (.73) -.35* 
to Help in Improve. Proj. 
Growth Orientation-Fails to 4 .43 .53) 3 .82 (.68) — .61* 
Attempt to Improve Self 
Mat. of Learning Environ.- 4 .58 .51) 3 .62 (1.28) -.96* 
Wants More Respon. for Mgt.# 
Risk Takina-Wants to Trv a 4 .47 .59) 3 .56 (1.11) -.91* 
School Improve. Proj.# 
Creativitv-Wants to 4 .43 .59) 4 .24 (.76) -.19* 
Brainstorm Improve. Ideas# 
Common Lanouaae-Exoresses A 4 .12 .70) 3 . 86 (.87) -.26* 
Need For a Common Language# 
Common Purcose-Wants to 4 .46 .63) 3 .96 (.88) -.50* 
Survey for School Purpose# 
Constructive Disaareement- 4 .43 .51) 3 .64 (.96) -.79* 
Disagrees in Respectful Way# 
Table 4. (continuées 
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Positive Modeling Orient.- 4. 28 .62) 3 .52 1.19) -.76* 
Wants Pos. Modeling by Staff* 
Positive Phvsical Settina- 4. 43 .56) 4 .44 .57) + .01 
Has Poster Promoting School* 
ACHIEVEMENT 4. 24 .16)4 4 .03 .22)4 -.21* 
Customer/Consumer Orient.- 4. 30 .68) 4 .46 .63) + .16 
Refuses to Meet Parents 
Hiah Expectations-Teaches 4. 58 .53) 3 .83 .91) -.75* 
to Talented Students Only 
Cost Effectiveness-Wastes 4. 37 .53) 4 .39 .70) + .02 
District Resources 
Value of Learning Time-Start 4. 43 .54) 4 .47 .60) + .04 
Class Late and Ends Early 
Achievement Orientation- 4. 30 .53) 3.64 .75) —. 66* 
Jokes About School Goals 
ResDonsibilitv-Wants to Try 3. 89 .75) 4 .26 .70) + .37* 
Staff Problem Solving* 
Accountabilitv-Blames Others 3. 79 .77) 3 .16 1.33) -.63* 
For Student Failures 
MOTIVATION 4. 48 .12)4 4 .32 .18)4 -.16* 
Recognition- Wants to 4. 32 .63) 4 .49 .52) + .17* 
Recognize Others* 
Rescect-Treats Others with 4. 79 .41) 4 .27 .63) -.52* 
Disrespect 




Wants Recognition of Heros* 
Maintains standards of Perf- 4. 42 .59) 4 .30 .54) -.12* 
Passes Undeserving Students 
School Pride-ProDOses a 4. 46 .62) 4 .39 .66) -.07 
School Pride Week* 
Carina-Is Insensitive to 4. 69 .48) 4 .29 .74) -.40* 
Others 
Total scale means - Ave. SD 4. 37 .59) 4 .05 .78) -.32 
®Value Rating: 1 = Not Important 5 = Very Important 
^Norm Rating: 1 = Approve and Encourage, 2 = Approve, but Do 
Nothing to Encourage, 3 = Consider It Not Important, 
4 = Disapprove But Do Nothing to Discourage It, and 
5 = Disapprove and Discourage It. 
•Positively stated items whose scores were reversed for data 
analysis. 
«Indicates the standard error of the mean 
61 
Table 4 shows that Respect (4.79) was rated the most 
important and Accountability (3.79) the least important. The 
mean for all values was 4.37. Standard deviations for the 
values ranged from .77 (Accountability) to .41 (Respect); the 
average standard deviation for the 31 values was .59. 
Table 4 also reveals some important findings relative to 
the values of teachers in the schools represented in the 
sample. Belonging (4.69), Caring (4.69), Collegiality (4.70), 
Teamwork (4.71), and Respect (4.79) are the strongest values 
of the teachers who completed the school culture audit. 
Conversely, Accountability (3.79) and Responsibility (3.89) 
are deemed the least important of the 31 values by the 174 
staff member in the sample. 
Table 4 shows that norm means ranged from 4.49 to 3.16; 
the total scale mean was 4.05. Standard deviations for the 
item means ranged from 1.33 to .52; the average standard 
deviation for the total scale means was .78. The highest 
rating for any behavioral norm on the school culture audit was 
given to norms of Recognition (4.49). The other strong norms 
are norms representing a Positive Physical Setting (4.44), 
norms of Support (4.45), norms of customer/Consumer 
Orientation (4.46), norms of Value of Learning Time (4.47), 
and norms of Recognition (4.49). 
The norms reported by the staff members representing 
behavior least likely to be consistent with a value were the 
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norm for Achievement Orientation (3.64), the norm for 
Constructive Disagreement (3.64), the norm for Management of 
the Learning Environment (3.62), the norm for Risk Taking 
(3.56), the norm for Positive Modeling Orientation (3.52), and 
the norm for Accountability (3.16). Overall, the mean scores 
of the key value items were found to be higher and have less 
variance than the mean scores for the norms. 
Table 4 presents the mean scores for the values and the norms. 
The difference between these scores, the culture gap, is also 
shown. Theoretically, if the mean score for the behaviors 
valued by staff members is greater than the mean score for 
behaviors they observe, then a non-productive culture gap 
exists. If the difference is positive, the norms are stronger 
than the values. 
Positive Modeling Orientation (4.28), Constructive 
Disagreement (4.43), Risk Taking (4.47), and Responsibility 
for Management of the Learning Environment (4.58) are strong 
values of the sampled staff members, but normative behaviors 
reflecting those values do not reflect these strong values in 
the sample of schools. 
In all, Table 4 shows culture gaps exist between 23 of 
the 31 values and the corresponding norms. To test whether or 
not the culture gaps are statistically significant, the two-
tailed t-test for paired data was computed for each set of 
value and paralleling norm means with significance set at the 
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.05 level. The null hypothesis that there is no significant 
difference between the pairs of value and corresponding norm 
means was rejected for twenty-two of the 2 3 culture gaps. The 
null was also rejected for two of the eight positive mean 
differences and for all four of the subscale mean differences. 
Appendix F shows the results of each of the 31 t-tests for 
paired data including t-values and two-tailed probabilities. 
Appendix G shows the means and standard deviations for 
the aggregate of responses to each value and each norm by the 
staff members from each of the 18 schools (N=18) participating 
in the pilot testing of the school culture audit. Noticeable 
differences in the values and norms among schools surfaced. 
In addition, the response to many key value items and 
paralleling norms are consistently in agreement within each 
school. 
Table 5 shows the means and standard deviations for the 
subscale groupings of values and norms by each school (N=18). 
Table 5 also shows the resulting culture gap or difference 
between value means and norm means. 
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Table 5. Subscale Key value and norm means with standard 
deviations by school and the resulting culture gap 
Five-point Likert scale where N=18 
SUBSCALE NAME ^VALUES _NORMS CULTURE 
School no. X (SD) X (SD) (+ or -) 



















(.15)< 4.22 (.17)4 -.26 
(.37) 4.43 (.46) + .05 
(.30) 4.35 (.27) —. 15 
(.34) 4.27 (.40) -.17 
(.26) 4.32 (.35) 26 
(.21) 4.20 (.33) -.55 
(.38) 4.48 (.45) — .20 
(.39) 4.04 (.43) -.19 
(.48) 4.02 (.29) -.33 
(.38) 4.12 (.43) -. 16 
(.36) 4.40 (.41) .00 
(.37) 4.18 (.39) -.32 
(.46) 3.98 (.35) -.59 
(.42) 3.95 (.44) -.33 
(.43) 4.07 (.45) -.38 
(.35) 4.30 (.30) -. 05 
(.30) 4.27 (.27) -.30 
(.33) 4.45 (.51) -.13 
(.28) 4.06 (.29) -.59 
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Table 5. (continued) 
ACHIEVEMENT 
School 
Values Norms Gap 
4.24 (.16)4 4.03 ( .22)4 -.21 
1 4.20 (.32) 4.17 ( .37) -.03 
2 4.22 (.36) 3.87 ( .29) -.35 
3 4.23 (.39) 4.14 ( .47) -.09 
4 4.33 (.29) 4.34 ( .39) + .01 
5 4.46 (.41) 4.13 ( .29) -.33 
6 4.33 (.53) 4.31 ( .39) -.02 
7 3.89 (.40) 3.82 ( .34) -.07 
8 4.25 (.44) 3.93 ( .30) — .32 
9 4.07 (.47) 4.44 ( .37) + . 37 
10 4 .19 (.28) 4.10 ( .46) -.09 
11 4.09 (.34) 4.06 ( .32) -.03 
12 4.40 (.45) 3.61 ( .17) -.79 
13 4.20 (.47) 3.72 ( .22) -.48 
14 4.11 (.18) 3.99 ( .34) -.12 
15 4.11 (.37) 4.20 ( .12) + .09 
16 4.47 (.29) 3.91 ( .38) -.56 
17 4.43 (.40) 3.86 ( .51) -.57 
18 4.41 (.35) 3.92 ( .38) -.49 
ENABLING 4.36 


















es Norms Gap 
(.16)4 3.87 (.19)4 -.49 
(.25) 4.18 (.32) -.15 
( .23) 3.83 (.28) -.57 
(.32) 3.89 (.48) -.38 
(.25) 4.08 (.45) -.50 
( .24) 4.00 (.39) — .66 
(.48) 3.97 (.31) -.48 
(.24) 3.48 (.38) -.60 
(.42) 3.81 (.18) -.39 
(.37) 4.00 (.41) -.23 
(.33) 3.83 (.31) -.47 
(.33) 3.74 (.21) -. 54 
(.35) 3.75 (.27) -.74 
(.44) 3.56 (.38) -.63 
(.25) 3.73 (.36) —. 63 
(.37) 3.83 (.36) -.29 
(.26) 4.07 (.53) -.44 
(.41) 4.16 (.41) -.41 
(.28) 3.81 (.31) -.57 
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School 1 4.53 (.26) 4.58 (.30) 
4.52 (.31) 4.42 (.53) 
4.45 (.28) 4.40 (.31) 
4.52 (.50) 4.45 (.39) 
4.68 (.43) 4.48 (.33) 
4.52 (.43) 4.53 (.35) 
4.38 (.25) 4.08 (.41) 
4.44 (.40) 4.29 (.33) 
4.28 (.40) 4.40 (.24) 
4.27 (.41) 4.42 (.33) 
4.50 (.28) 4.22 (.34) 
4.42 (.42) 4.03 (.35) 
4.28 (.42) 4.03 (.34) 
4.50 (.27) 4.23 (.31) 
4.47 (.26) 4.25 (.31) 
4.58 (.29) 4.32 (.37) 
4.68 (.45) 4.52 (.34) 
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vindicates the standard error of the mean 
Table 5 shows subscale means and standard deviations by 
school (N=18). Means and stadard deviations for the schools 
closely approximates the individual means shown in Appendix G 
where N=174. This is important since the primary unit of 
analysis for the culture of schools is the individual 
attendance center. The mean scores of the key values as shown 
in Table 5 are higher and show less variance than do the mean 
scores for the norms. Again, the responses are consistent 
within schools for both the values and norms subscales. 
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Table 5 also shows the culture gap or difference between 
values and observed behaviors for each subscale of key school 
culture values and corresponding norms. The largest culture 
gap exists relative to the key values and norms found in the 
Enabling Subscale (-.49) which relate to the ability of staff 
members to actively influence the effective functioning of 
their school. The smallest culture gap exists relative to the 
Motivation Subscale (-.16) containing values and norms 
representing intrinsic and extrinsic motivators promoting 
professionalism and enhancing self-esteem. 
Testing for Mean Differences 
Oneway analysis of variance, tests for homogeneity were 
computed at the .05 level of significance to test the null 
hypothesis that there would be no significant differences 
between the mean scores in sampled schools relative to the Key 
Values Subscales and the Norm Subscales of the school culture 
audit. 
Hg • Ml = M2 ~ ^ 3 ~ • • • /^18 
Hg : At least two are not equal 
a = .05 
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The Duncan post hoc multiple-range procedure was used to 
identify any pairs of school means found to be significantly 
different at the .05 level. The critical value of the F-
statistic with 17 and 156 degrees of freedom is 1.75. An F-
statistic greater than 1.75 will be needed to reject the null 
hypothesis that there are no significant differences in the 
mean subscale scores. Following are the results of the eight 
oneway analysis of variance tests. 
Table 6. Oneway analysis of variance: Group Support Values 
Subscale by schools 1-18 N=18 
Source df SS MS F Fcv 
Between groups 17 3.48 .20 1.57 1.75 
Within groups 156 20.26 .13 
Total 173 23.74 
Harmonic mean cell size = 9.614 
Table 6 shows that the single classification analysis of 
variance procedure produced no significant differences 
(F(17,156) = 1.57). between the mean scores of the 18 sampled 
schools for the Group Support Values Subscale. There was a 
failure to reject Hg, no two pairs of schools were 
significantly different at the .05 level. 
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Table 7. Oneway analysis of variance: Achievement Values 
Subscale by school 1-18 N=18 
Source df SS MS F Fcv 
Between groups 17 3.90 .23 1.56 1.75 
within groups 156 22.92 .15 
Total 173 26.82 
Harmonic mean cell size = 9.61 
Table 7 shows that the single classification analysis of 
variance procedure produced no significant differences 
(F(17,156 = 1.56) between the mean scores of the 18 sampled 
schools for the Achievement Values Subscale. There was a 
failure to reject H^, no two pairs of schools were 
significantly different at the .05 level. 
Table 8. Oneway analysis of 
Subscale by school 
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variance: Enabling Values 
1-18 N=18 
Source df SS MS F Fcv 
Between groups 17 4. 38 .26 2.34** 1.75 
Within groups 156 17. 16 .11 
Total 173 21. 54 
Harmonic mean cell size = 9. 61 
Duncan procedure : (*) denotes pairs of schools significantly 
different at the . 05 level 
School 7 
* 
15 13 8 3 9 11 10 
O 
12 * * 
16 * * 
17 * * * * 
4 * * * * 
5 * * * * * * * * 
Table 8 show that the single classification analysis of 
variance procedure produced significant differences (F(17,156) 
= 2.34) between the mean scores of the 18 sampled schools for 
the Enabling Values Subscale. The was rejected and through 
the Duncan multiple-range procedure, several pairs of school 
mean scores were identified as being significantly different 
at the .05 level and beyond (Fcv = 2.19 at a = .01). 
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Table 9. Oneway analysis of variance: Motivation Values 
Subscale by school 1-18 N=18 
Source df SS MS F FCV 
Between groups 17 2. 42 .14 1.08 1.75 
Within groups 156 20. 62 .13 
Total 173 23. 04 
Harmonic mean cell size = 9.61 
Table 9 shows that the single classification analysis of 
variance procedure produced no significant differences 
(F(17,156) = 1.08) between the mean scores of the 18 sampled 
schools for the Motivation Values Subscale. There was a 
failure to reject Hg, no two pairs of schools were 
significantly different at the .05 level. 
The oneway analysis of variance failed to reject the null 
hypothesis for three of the four key value subscales. No 
significant differences exist between the mean scores of the 
18 sampled schools for the key values subscales of Group 
Support, Achievement, and Motivation. The null was rejected 
for the Enabling Values Subscale where the mean scores of the 
sampled schools are significantly different at the .05 level 
and beyond. 
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Table 10. Oneway analysis of variance; Group Support Norms 
Subscale by school 1-18 N=18 
Source df SS MS F Fcv 
Between groups 17 4.82 .28 1.89* 1.75 
Within groups 156 23.40 .15 
Total 173 28.22 
Harmonic mean cell size = 9.61 
Duncan procedure; (*) denotes pairs of schools significantly 
different at the .05 level 
School 13 12 8 7 18 
10 * 
1 * * 
17 * * * 
6 * * * * * 
Table 10 shows that the single classification analysis of 
variance procedure produced significant differences (F(17,156) 
= 1.89) between the mean scores of the 18 sampled schools for 
the Group Support Norms Subscale. The HQ was rejected and 
through the Duncan procedure, several pairs of school means 
were identified as being significantly different at the .05 
level. 
Table 11. Oneway analysis of 
Subscale by school 
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variance: Achievement Norms 
1-18 N=18 
Source df SS MS F Fcv 
Between groups 17 8.11 .48 3.81** 1.75 
Within groups 156 19.53 .13 
Total 173 27.64 
Harmonic mean cell size = 9.61 
Duncan procedure: (*) denotes pairs of schools significantly 
different at the .05 level 
School 12 13 7 17 2 16 18 8 
11 * 
10 * 
5 * * 
3 * * 
1 * * 
15 * * 
6  * * * * * * * *  
4  * * * * * * * *  
9  * * * * * * * *  
Table 11 shows that the single classification analysis of 
variance procedure produced significant differences (F(17,156) 
= 3.81) between the mean scores of the 18 sampled schools for 
the Achievement Norms Subscale. The HQ was rejected and 
through the Duncan Procedure, several pairs of school means 
were identified as being significantly different at the .05 
level and beyond. (Fcv = 2.19 at a=.01) 
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Table 12. Oneway analysis of variance; Enabling Norms 
Subscale by school 1-18 N=18 
Source df SS MS F Fcv 
Between groups 17 5 .85 .34 2.36** 1.75 
Within groups 156 22 .75 .15 
Total 173 28 .61 
Harmonic mean cell size = 9.61 
Duncan procedure: (*) denotes pairs of schools significantly 
different at the .05 level 
School 7 13 14 11 12 
6 * 
5 * * 
9 * * 
16 * * 
4 * * 
17 * * * 
1 * * * * * 
Table 12 shows that the single classification analysis of 
variance procedure produced significant differences (F(17,156) 
= 2.36) between the mean scores of the 18 sampled schools for 
the Enabling Norms subscale. The HQ was rejected and through 
the Duncan multiple-range procedure, several pairs of school 
means were identified as being significantly different at the 
.05 level and beyond. (Fcv = 2.19 at a = .01) 
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Table 13. Oneway analysis of variance: Motivation Norms 
Subscale by school 1-18 N=18 
Source df SS MD Fcv 
Between groups 17 






Harmonic mean cell size = 9.61 
Duncan procedure: (*) denotes pairs of schools significantly 
different at the .05 level 
School 12 13 18 7 
10 * * * 
2 * * * 
4 * * * 
5 * •k * * 
17 * * * * 
6 * * * * 
1 * * * * 
Table 13 shows that the single classification analysis of 
variance procedure produced significant differences (F(17,156) 
= 2.58) between the mean scores of the 18 sampled schools for 
the Motivation Norms Subscale. The was rejected and 
through Duncan multiple-range procedures, several pairs of 
school means were identified as being significantly different 
at the .05 level and beyond. (Fcv = 2.19 at a = .01) 
For the four norm subscales, the null hypothesis was 
rejected for all subscales. The mean scores of the 18 sampled 
schools were identified as being significantly different at 
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the .05 level for the Group Support Norms Subscale, and 
significantly different at the .05 level and beyond for the 
norm subscales of Achievement, Enabling, and Motivation norm 
items. 
Internal Consistency Reliability 
The Cronbach Alpha internal consistency reliability 
coefficient was calculated to gain an estimate of the internal 
consistency of the key values and the norms as well as for the 
total of all 62 items in the school culture audit. In 
addition, reliability coefficients were calculated for the the 
four key value subscales of school culture (Group Support 
Values, Achievement Values, Enabling Values, and Motivation 
Values) and for the four norm subscales (Group Support, 
Achievement, Enabling, and Motivation). 
Estimates of internal consistency reliability are based 
on the average correlation among items within a test or 
instrument. Of concern in this study was the question of 
whether the values and norms would fall into subscales that 
could help to explain the total construct of school culture in 
a meaningful way. 
Table 14 contains the reliability coefficients for the 
values and norms of the school culture audit as well as for 
the four subscales of values and four subscales of norms. 
77 
Table 14. Cronbach Alpha reliability coefficients for ail 
values and norms and for ail subscales 
Subscales 
Part I; Values 
Part II; Norms 
Total audit 
Part I; Values Subscales 




Part II: Behavioral Norm 




Alpha No. of items 
.90 31 items 
.80 31 items 
.88 62 items 
.73 6 items 
.68 6 items 
.80 7 items 
.60 12 items 
.53 6 items 
.42 6 items 
.60 7 items 
.58 12 items 
The researcher utilized the guideline suggested by 
Nunnally and Durham (1975) that, "In the early stages of 
research on predictor tests or hypothesized measures of a 
construct, one saves time and energy by working with 
instruments that have only modest reliability, for which 
purpose reliabilities of .60 or .50 will suffice...for basic 
research, it can be argued that increasing reliabilities 
beyond .80 is often wasteful" (p. 345). Strenuous efforts at 
standardization in addition to increasing the number of items 
might be required to obtain a higher reliability coefficient. 
Thus, the more reliable test might be excessively time-
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consuming to administer. Using these guidelines, satisfactory 
estimates of reliability were attained for the values and for 
the norms and for all values and norms subscales with the 
exception of the Achievement Norms Subscale where Alpha = .42. 
Pearson Correlation Matrices 
Table 15 shows the Pearson correlation coefficients 
for all values in the school culture audit. Table 16 shows 
the Pearson correlation coefficients for all the norms in the 
school culture audit. On both correlation tables, values and 
norms are grouped and presented by their respective subscale. 
Interrelationships between values in the same subscale and 
norms in the same subscale appear in bold type for ease of 
interpretation. Significance was tested at the .05 level. 
When reviewing the statistical analysis of these samples 
it should be noted that items can show a statistically 
significant correlation and still have a weak relationship. 
The one-tailed correlation test where a=.05 shows that 
coefficients greater than .13 were significant. It is, 
however, important to examine the strength of the relationship 
and the purpose for which it is intended. "Whether a 
correlation of some particular size is important or not 
depends upon the circumstances - in particular, it depends 
upon how it is to be used" (Fitz-Gibbon and Morris, 1987, p. 
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82). For the purpose of this study, correlations greater than 
a plus or minus .70 are considered to be indicators of a 
strong relationship. Correlations between plus or minus .30 
and .70 indicate a moderate relationship. Correlations less 
than plus or minus .30 describe weak relationships (Levine, 
1981). 
The correlation coefficients identify items that do 
appear to be related to other items. Specifically, the 
appropriateness of the researchers a priori grouping of values 
and norms into subscales was examined. The estimates of 
internal consistency reliability attained for all subscales 
except the Achievement Norms Subscale were above .50. 
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Table 15. Correlation matrix for all values presented by subscale groups 
Value 




9 14 16 17 24 26 
GROUP SUPPORT 
2. Belonging 1.0 
5. Collegiality .29 1.0 
6. Teamwork .28 .63 1.0 
22. Internal Socialization .27 .31 .24 1.0 
27. Support .18 .34 .28 .29 1.0 
29. Trust .23 .37 .30 .44 .39 1.0 
ACHIEVEMENT 
9, Customer Orientation .09 .17 .15 .16 .20 .12 1.0 
14. High Expectations .27 .28 .21. . 19 .33 .24 .02 1.0 
16. Responsibility .12 .15 .17 .22 .21 .16 .16 .17 1.0 
17. Accountability .21 .25 .22 .24 .26 .30 .30 .15 .55 1.0 
24. Cost Effectiveness .18 .23 .29 .25 .36 .27 .23 .20 .09 .22 1.0 
26. Value of Learning Time .09 .32 .28 .31 .46 .38 .24 .33 .16 .37 .37 1.0 
30. Achievement orientation.23 .36 .39 .25 .36 .52 .24 .33 .16 .37 .37 .44 
MOTIVATION 
1. Recognition .09 .21 .14 .28 .26 .18 .23 .18 .10 .16 .24 .15 
3. Respect .33 .28 .27 .21 .09 .11 .05 .14 .11 .12 .03 .14 
13. Hero Environment .26 .14 .14 .33 .24 .40 .19 .32 .12 .21 .27 .34 
15. Maintain Perf. Stds. .24 .22 .10 .21 . 16 .25 .14 .48 .16 .21 .06 .36 
23. School Pride .25 .33 .24 .25 .31 .45 .12 .21 .18 .19 .37 .21 
31. Caring .26 .19 .28 .18 .31 .18 .19 .25 .14 .18 .23 .29 
ENABLING 
4. Pos. Physical Setting .36 .37 .36 .34 .33 .40 .16 .30 .09 .25 .24 .02 
7. Common Language .33 .45 .46 .33 .29 .37 .22 .32 .15 .29 .25 .31 
8. Common Purpose .24 .31 .37 .28 .34 .29 .32 .33 .23 .30 .32 .20 
10. Mgt. Learning Environ. .27 .31 .21 .21 .25 .16 .17 .43 .12 .23 .14 .15 
11. Risk Taking .27 .26 .24 .28 .30 .22 .08 .36 .30 .27 .31 .21 
12. Creativity .21 .20 .26 .32 .23 .19 .10 .23 .30 .35 .33 .27 
18. Constructive Disagree. .11 .24 .34 .19 .30 .22 .05 .26 .15 .19 .30 .31 
19. Change Orientation .18 .26 .27 .21 .19 .27 .14 .28 .09 .30 .42 .32 
20. Leadership .16 .20 .22 .25 .21 .26 .21 .21 .03 .27 .43 .23 
21. Poo. Modeling Orienta. .23 .27 .20 .35 .39 .30 .21 .30 .14 .28 .29 .38 
25. Empowerment .10 .20 .20 .06 .19 .02 .04 .20 .05 .08 .12 .26 
28. Growth Orientation .17 .27 .23 .36 .29 .29 .18 .29 .31 .37 .36 .39 
Correlations »> .13 are statistically significant where a =.05. 
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ITEM NO. 
30 1 3 13 15 23 31 4 7 8 10 11 12 18 19 20 21 25 28 
1.0 
22 1.0 
10 .09 1.0 
40 .30 .19 1.0 MOTIVATION 
27 .13 .06 .36 1.0 
35 .14 .19 .30 .18 1.0 
35 .18 .19 .24 .22 .23 1.0 
35 .22 .21 .29 .18 .25 .32 1.0 
37 .15 .14 .22 .27 .30 .25 .39 1.0 
40 .17 .23 .30 .25 .21 .36 .36 .32 1.0 
28 .23 .12 .18 .32 .13 .21 .26 .35 .28 1.0 ENABLING VALUES 
35 .28 .08 .16 .29 .23 .23 .31 .28 .25 .28 1.0 
31 .30 .15 .32 .21 .18 .21 .25 .26 .29 .25 .55 1.0 
33 .02 .09 .10 .17 .11 .25 .10 .26 .22 .28 .23 .22 1.0 
49 .17 .05 .28 .24 .18 .19 .23 .28 .22 .27 .28 .40 .34 1.0 
36 .26 .09 .28 .11 .25 .20 .22 .22 .29 .25 .16 .36 .22 .56 1.0 
37 .20 .11 .42 .20 .23 .18 .27 .26 .31 .24 .32 .26 .23 .23 .27 1.0 
13 .05 .12 .08 .11 .04 .13 .10 .07 .09 .15 .11 .11 .14 .14 .00 .15 
36 .23 .14 .30 .30 .32 .36 .33 .29 .41 .19 .36 .42 .09 .40 .13 .21 
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Table 16. Correlation matrix for all behavioral norma presented by 
subscale groups 
Item ITEM NO. 
No. NORM 36 - 37 53 60 33 58 40 45 55 61 57 47 
GROUP SUPPORT 
36. Collegiality 1.0 
37. Teamwork .17 1.0 
53. Internal Socialization .16 .07 1.0 
60. Trust .23 .07 .20 1.0 
33. Belonging .42-.02 .13 .24 1.0 
58. Support .22 .29 .15 .24 .25 1.0 
ACHIEVEMENT 
40. Customer Orientation .06 .04 .07--.06--.01 .09 1.0 
45. High Expectations.25 .07 .05 .18 .06 .09 .11 .11 1.0 
55. Cost Effectiveness .02 .15 .18 .06 .04 .17 .01 .08 1.0 
61. Achievement Orientation.12 .09 .37 .13 .08 .13-.06-.01 .11 1.0 
57. Value of Learning Time .03 .04 .24 .19 .16 .19 .27 .14 .05 .07 1.0 
47. Responsibility .36 .04 .31 .14 .17 .05 .17 .02 .02 .16 .00 1.0 
48. Accountability .19 .34 .06 .01-.07 .08 .26 .05 .06 .15 .12 .30 
MOTIVATION 
46. Maintain Perf. Stds. .12 .20 .02 .16 .19 .26 .16 .30 .13 .21 .08 .12 
32. Recognition .31 .14 .53 .05 .31 .24 .18 .17-.03 .18 .10 .27 
34. Respect .25 .23 .10 .21 .19 .26 .17 .15 .10 .16 .07 .25 
62. Caring .17 .25 .18 .09 .10 .22 .16 .05 .16 .20 .05 .20 
54. School Pride .31 .00 .35 .25 .34 .15 .21 .08 .16 .16 .14 .34 
44. Hero Environment .24 .14 .36 .21 .13 .16 .09 .04 .08 .15 .02 .31 
ENABLING 
56. Empowerment .15 .13 .23 .19 .09 .24 .07 .02-.02 .09 .00 .06 
51. Leadership .11 .19 .15 .05 .24 .09 .04 .04 .15 .12 .11 .19 
50. Change Orientation .19 .23 .24 .03 .08 .19 .21 .03 .13 .15 .16 .15 
59. Growth Orientation .16 .16 .12 .24 .15 .26 .02 .13 .17 .15 .19 .20 
42. Risk Taking .18 .04 .12 .12 .20 .12 .04 .12 .08 .14 .06 .23 
38. Common Language .44 .06 .04 .14 .13 .09 .02 .14-.07 .19 .08 .19 
43. Creativity .49 .12 .22 .26 .32 .24 .15 .02 .17 .10 .16 .33 
35. Pos. Phye. Setting .17 .22 .12 .20 .19 .30 .09 .14 .08 .19 .04 .15 
39. Common Purpose .37-.01 .05 .19 .14 .06 .06 .03-.03 .17 .01 .36 
49. Construct. Disagree. .10 .10 .08 .05 .15 .16 .09 .09 .01 .04 .17 .07 
52. Pos. Modeling Orienta. . 05— .05 .35 .06 .05-.01 .20 .15 .01-.01 .07 .09 
41. Mgt. Learn. Environ. .17 .02 .22 .12 .22 .07-.18-.02 .05 .13 .11 .11 
Correlations <•> .13 are significant where a = .05. 
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ITEM NO. 
47 48 46 32 34 62 54 44 56 51 50 59 42 38 43 35 39 49 52 
1.0 
05 1.0 
21 .14 1.0 
20 .14 .29 1.0 MOTIVATION 
18 .19 .20 .26 1.0 
13 .17 .30 .10 .15 1.0 
04 .16 .16 .28 .13 .18 1.0 
.06 .16 .06 .01 .05 .19 .27 1.0 
.13 .09 .06 .07 .01 .27 .06 .10 1.0 
.22 .07 .13 .16 .20 .17 .02 .20 .37 1.0 
.04 .09 .59 .26 .09 .14 .23 .10 .20 .09 1.0 
.18 .05 .26 .18 .06 .24 .27 .32 .10 .13-.03 1.0 ENABLING NORMS 
.08 .07 .07 .13 .01 .16 .19 .20 .08 .04 .07 .08 1.0 
.14 .13 .22 .22 .12 .34 .23 .31 .23 .21 .12 .42 .23 1.0 
.26 .16 .31 .20 .26 .36 .16 .17 .15 .16 .06 .18 .11 .18 1.0 
.16 .00 .23 .27 .12 .26 .18 .17 .11 .17 .09 .17 .33 .23 .21 1.0 
.04 .25-.07 .08 .04 .09 .16 .11 .11-.03-.02 .12 .05 .05 .08 .05 1.0 
.03 .11-.02 .10 .15-.01 .05 .02 .01 .13 .01 .11 .11 .07 .07-.02 .13 1.0 
.00-.01 .13 .10 .13 .18 .08 .07 .10 .06 .10 .29 .13 .11 .10 .04-.03 .13 
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The correlation matrices for all the values and norms 
were examined. Table 15 shows nearly half (229 of 465 = 49%) 
of the interrelationships between the values had moderate, 
stable relationships (r=>.30). No strong relationships 
(r=>.70) were found between the values. Only the relationship 
between Collegiality and Teamwork (r=.63) approached a strong 
relationship (r=>.70). Table 16 shows a number of moderate, 
stable relationships were also found between the behavioral 
norms, but far fewer (56 of 465 = 12%) moderate relationships 
(r=>.30) exist than for the values. The strongest 
relationship between norms is between Collegiality and 
Creativity (r=.49). 
Analysis of the Table 15 correlation coefficients 
supports the appropriateness of the subscale grouping of key 
values. Noticeably weak relationships, however, were found 
between Empowerment and the remaining values in the Enabling 
Values Subscale. Analysis of the correlation coefficients 
(Table 16) shows the relationships between norms in each of 
the four subscales which also supports the modest but 
satisfactory estimates of reliability ( => .50) found through 
the application of the Cronbach Alpha formula. The exception 
is the .42 Alpha coefficient for the Achievement Norms 
Subscale. The Achievement Norm Subscale shows only the 
interrelationship between Responsibility and Accountability 
reaching modest levels (r=>.30). 
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Strengthening Subscale Reliabilities 
Further statistical analysis was conducted to seek ways 
of increasing the estimate of internal consistency reliability 
of the Achievement Norms Subscale (.42) to the acceptable 
level of .50. 
Several correlation tables were constructed to 
investigate other interrelationships between the norms grouped 
in the Achievement Norms Subscale and all other norms 
contained in the school culture audit. Several alternative 
rearrangements of norm items having marginally moderate 
interrelationships were examined. Only very small gains in 
the internal consistency reliability of the Achievement Norms 
Subscale were made. At the same time, small to significant 
declines in the Alpha Coefficients for the three remaining 
norm subscales resulted. All attempts by the researcher to 
bring the Achievement norms subscale Alpha coefficient to the 
modest but satisfactory level of .50 as suggested by Nunnally 
and Durham (1975) failed. Thus, Achievement Norms Subscale 
items remained as previously constructed. 
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Summary of Findings 
1. Findings related to values 
The mean ratings for all values and all value subscales 
were relatively high. The value deemed most important was 
Respect (4.79). The Group Support values of Respect, 
Collegiality (4.70), Teamwork (4.71), and Belonging (4.69), 
along with the Motivation subscale value of Caring (4.69) were 
the five most important values identified by the teachers. 
The values deemed least important were the Achievement values 
of Accountability (3.79) and Responsibility (3.89). 
The average standard deviation for all 31 values was .59. 
As one might suspect, the values with the lowest means also 
had the least agreement among respondents. Standard 
deviations ranged was from .77 (Accountability) to .41 
(Respect). 
Group Support (4.48) and Motivation (4.48) were the most 
valued subscales. Achievement values were rated lest 
important (4.24). 
2. Findings related to norms 
The mean ratings for the norms and norm subscales were, 
in most cases, lower than those of the values. The standard 
deviation for the norms (.78) was also higher. 
Recognition (4.49), Value of Learning Time (4.47), 
Customer/Consumer Orientation (4.46), Support (4.45), and 
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Positive Physical Setting (4.44) were the most prevalent 
norms. Accountability (3.16), Positive Modeling Orientation 
(3.52), and Risk Taking (3.56) were norms least likely to be 
consistent with the values. 
The Motivation subscale norms had the highest mean (4.32) 
while the Enabling norms (3.87) had the lowest subscale mean. 
3. Findings related to the culture gaps 
The 23 culture gaps or negative differences between the 
means of paired values and norms ranged from -.96 to -.01. 
This indicated that normative behavior did not meet the staff 
members' values. There were eight concepts where the norms 
were more positive than the values. 
There were significant differences in the means for 22 of 
the 23 culture gaps. Significant mean differences were 
indicated for two concepts where the norm exceeded the value. 
Culture gaps for the subscales ranged from -.49 
(Enabling) to -.16 (Motivation). 
Findings related to internal consistency reliabilitv 
Application of the Cronbach Alpha produced internal 
consistency reliability coefficients of (.90) for the values 
and (.80) for the norms. The Alpha coefficient for the total 
school culture audit was .88. 
The Alpha coefficients for the value subscales ranged 
from .80 (Enabling) to .60 (Motivation). The Alpha 
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coefficients for the norms ranged from .60 (Enabling) to .42 
(Achievement). 
Analysis of Pearson correlation matrices constructed for 
the values and norms supported the a priori subscale groupings 
of values and norms. Alternative rearrangements of norm items 
failed to increase the Achievement norms subscale internal 
consistency reliability. 
Findings related to validity 
Thirty-one key school culture factors with were validated 
by a national panel of experts and practitioners as an 
adequate measure of the construct of school culture. 
The oneway analysis of variance, tests for homogeneity 
failed to show significant differences between the mean scores 
of the 18 sampled schools for the key values subscales Group 
Support, Achievement, and Motivation. Significant differences 
were shown for the Enabling subscale. Several pairs of school 
means were significantly different at the .05 level. 
There were significant differences between the mean 
scores of the 18 sampled schools for all four of the norms 
subscales. Several pairs of school means to significantly 
different for each of the norm subscales. 
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CHAPTER V. SUMMARY, CONCLUSIONS AND DISCUSSIONS, 
LIMITATIONS, AND RECOMMENDATIONS FOR FURTHER STUDY 
Summary 
The purpose of the study, conducted during the fall of 
1990 and winter of 1991, was to develop a valid and reliable 
school culture audit; an instrument for assessing school 
culture. Despite the growing concern for and recognition of 
culture as a major variable in the school improvement and 
change processes, we know very little about the culture of 
schools. While the literature on school culture has 
flourished, only one known school culture instrument has been 
tested for content validity and reliability. The focus of 
that instrument is somewhat narrow limited to four subscales 
related to planning, staff development, program development, 
and organizational assessment. That instrument does not 
relate to the total construct of school culture. 
The school culture audit developed in this study was 
designed utilizing 31 key factors to measure school culture. 
The key factors were identified after a thorough review of the 
existing organizational culture literature and existing 
organizational culture surveys. These 31 key factors included 
in the school culture audit were validated by a national panel 
of culture experts and practitioners. 
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The school culture audit contains 62 items. The 31 key 
factors are presented in Part I of the culture audit as value 
statements. These value statements are designed to measure 
the degree to which staff members value these concepts. The 
31 key values were grouped into four subscales representing 
Group Support values, Achievement values, Enabling values, and 
Motivation values. Respondents use a five-point Likert-type 
response scale to rate the importance of each key value for 
achieving excellence in their school. 
In Part II of the culture audit, 31 behavioral norms 
corresponding to and reflecting each of the values measure the 
norms of the school. Respondents use a 5-point Likert-type 
response scale to rate the reactions of staff members to 
fellow staff members' behaviors. The 31 behavioral norm 
statements were grouped into four subscales (Group Support 
Norms, Achievement Norms, Enabling Norms, and Motivation 
Norms) reflecting the four value subscales in Part I of the 
school culture audit. The difference between the behaviors 
desired by staff members and the normative behaviors observed 
to exist reveals a culture-gap. 
The school culture audit was pilot tested with a sample 
of 174 certified staff members representing 18 attendance 
centers from six school districts in central Iowa. The six 
school districts and 18 attendance centers represent a very 
homogeneous sample. Most staff members are native lowans and 
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few minority group members are represented. The districts are 
rural and socio-economically middle-class. Two districts and 
six attendance centers (two elementary, 2 junior high, and 2 
senior high) had K-12 enrollments of less than 1000 students. 
Two districts and six attendance centers (two elementary, two 
junior high, and two senior highs) had K-12 enrollments of 
between 1000 and 2000 students. Two districts and six 
attendance centers (two elementary, two junior highs, and two 
senior highs) had K-12 enrollments of over 2000 students. 
Specific directions for administering the culture audits 
and the names of 10 certificated staff members randomly 
selected by the researcher were hand-delivered to the 
principals of each attendance center participating in the 
study. 180 certificated staff members in central Iowa were 
requested to participate. 174 certificated staff members 
returned completed school culture audits. 
Item means and standard deviations were computed for each 
of the 62 items from the 174 respondents and for the aggregate 
of responses from the staff members of the 18 individual 
attendance centers for each subscale groupings of values and 
norms. The t-test for paired data was used to test for 
significant culture gaps or differences between the means of 
each of the 31 values and corresponding norms. Oneway 
analysis of variance, tests for homogeneity were conducted for 
each of the four value subscale means and for each of the four 
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norm subscale means. The oneway analysis of variance, test of 
homogeneity was used to test the null hypothesis that there 
would be no significant differences in the subscale mean 
scores from the 18 sampled schools. 
Data from the completed school culture audits were also 
analyzed using the Cronbach coefficient Alpha to determine 
estimates of internal consistency reliability for the four 
subscales of values and for the four subscales of behavioral 
norms. These data were further analyzed using the Pearson 
correlation coefficient to investigate the interrelationships 
between values and between norms. 
The discussion in this chapter is based on the findings 
of Chapter IV which were summarized on pages 86-88. 
Conclusions and Discussions 
Conclusions and discussions related to values and norms 
While the thrust of this study was to develop a valid and 
reliable school culture audit, it also revealed important 
findings relative to the culture of schools. The most 
important values of the staff members in the sampled schools 
are caring and sharing and working together. They also value 
respect, for themselves and for others in their school. On 
the other hand, of the 31 values, the values least important 
to the staff members are a sense of responsibility and 
ownership for results. It should be comforting to school 
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leaders that staff members value Respect, Teamwork, and 
Collegiality. It is useful and important for school leaders 
to know that Responsibility and Accountability are seen as 
least important by staff members. In working with staff 
members, these are values that school leaders should be 
working to strengthen through modeling (Deal and Peterson, 
1990) and other means. 
Overall, the value means are higher and have less 
variance than the norms. The variance of norms within a 
school as indicated by the standard deviations are larger for 
norms than for the values. This indicates that a school has 
its own culture, the way things are done around here (Deal and 
Peterson, 1990). It also indicates that a school may have 
subcultures. 
There are many culture gaps - where normative behavior is 
not consistent or congruent with espoused values. Allen and 
Pilnick (1983) found that what people say is often very 
different from what they do. It appears that this study 
supports their research indicating that norms of behavior are 
often different from espoused values (Allen and Pilnick, 
1983) . 
Recognition, the Value of Learning Time, Customer/ 
Consumer Orientation, Support and a Positive Physical Setting 
are powerful norms in the culture of the schools sampled. 
Conversely, normative behavior reflecting the values of 
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Accountability, Positive Modeling, and Risk Taking are less 
congruent with their espoused values. 
Surprisingly, Empowerment is the tenth least important 
value of the 31 values. Empowerment was neither valued to the 
level expected nor did the norms reflect that empowerment 
exists in these buildings. When asked how other staff members 
would react if another staff member was to ask for greater 
latitude in individual decision making responsibilities, the 
mean score of 3.89 indicates that most other staff members 
would consider it not important and do nothing to encourage or 
discourage it. The relatively high standard deviation for the 
norm of Empowerment (.89) suggests that perhaps two groups or 
subcultures exist in the sampled schools. The two subcultures 
consist of those staff members who participate in 
decisionmaking, and those staff members who do not. 
Conclusions and discussions related to culture gaps 
A school culture gap is the negative difference between 
the degree to which behavior is valued or desired by staff 
members in a school, and the normative behavior that actually 
exists. In this study, twenty-two of the 23 culture gaps were 
statistically significant. Again, this indicates that in the 
sampled schools, staff members' behaviors do not always match 
their values. Several possibilities exist to explain why this 
happening. One, the culture gaps could exist because the 
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expectations of behavior reflecting those values are not being 
communicated and reinforced. Two, perhaps in some cases the 
values are being espoused, but barriers such as the leadership 
of the school exist to block these behaviors from meeting the 
values. Third, in some situations, staff members espouse 
values simply because it is socially desirable and as a 
result, their values do not match their behavior as suggested 
by Allen and Pilnick (1983). It is also possible that we just 
do not know why these gaps exist. 
The two largest culture gaps are Management of the 
Learning Environment (-.96) and Risk Taking (-.91). Staff 
members from the sampled schools value involvement in the 
management of the learning environment (4.58) but may not be 
given the opportunity to do so or perhaps they espouse this 
value but in reality they do not "walk their talk" to use a 
popular idiom. They also value a willingness to try new ways 
of doing things to improve the school but are not actually 
practicing what they value. 
Other large and significant culture gaps exist between 
Constructive Disagreement (-.79) and Positive Modeling 
Orientation (-.76). Staff members in the sampled schools say 
that Constructive Disagreement is important but do not freely 
debate important issues with their peers and superiors. Also, 
while they recognize the value of positive modeling, they do 
not do it in their school. 
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The significant culture gaps between the values and norms 
of Accountability (-.63) may reflect a sense of frustration by 
staff members. It suggests that staff members in the sampled 
schools do not believe that they should be held accountable 
for the results that occur in their school. A possible 
explanation may be that they do not believe that they really 
can control the results or that student failures, for example, 
can be blamed on other causes over which they feel they have 
little or no control. The large standard deviation for the 
norm of Accountability (1.33) suggests that considerable 
disagreement exists about whether school staff members can or 
should be held accountable for student failures. 
Statistically significant differences exist between the 
means of the values and norms in all four school culture 
subscales. The largest subscale culture gap was found in the 
Enabling subscale (-.49). In fact, five of the ten largest 
overall culture gaps between values and norms appeared for 
values and norms in the Enabling subscale. The Enabling 
subscale consists of those key values and norms which enhance 
the abilities of staff members to actively influence the 
effective functioning of their school. In this case, a 
logical explanation for the culture gap may be that the staff 
members value the opportunity to be actively involved in the 
operation and improvement of their school but are not being 
given that opportunity. Perhaps something or someone or group 
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is blocking this proactive involvement valued by the teachers. 
Eight positive differences were found where normative 
behavior exceeds the espoused values of the sampled staff. 
Six relatively small and statistically insignificant positive 
differences were discovered for the values and norms 
reflecting Customer/Consumer Orientation (+.16), Value of 
Learning Time (+.04), Support (+.03), Hero/Heroine Environment 
(+.02), Cost Effectiveness (+.02), and Positive Physical 
Setting (+.01). These small positive differences can be 
attributed to random chance. 
Statistically significant positive differences, however, 
were found for the values and norms reflecting Recognition 
(+.17) and Responsibility (+.37). Two possible explanations 
exist for these significant positive differences; 1) the norms 
for these values are very high due to the encouragement and 
reinforcement of the school leadership or other external 
forces, or 2) the norm item is actually a bad item and 
reflects behavior that is not really parallel with the value. 
Recognition (+.17) apparently receives considerable 
attention in the sampled schools. Leadership is one possible 
explanation. Another explanation is that nationally people 
have become aware of the importance of adequately recognizing 
fellow workers and group members for their accomplishments. 
Most schools appear to be focusing on recognition, perhaps 
more than they really need. 
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The largest positive difference was found for the values 
and norms reflecting Responsibility (+.37). A positive 
difference of this magnitude suggests that the norm chosen to 
reflect the value of Responsibility may not really parallel 
that Responsibility, thus raising questions about validity. 
Of the eight positive differences between values and 
norms, high congruency is found in the Achievement subscale 
and the Motivation subscale. The highest incongruence between 
values and norms is found in the Enabling subscale. In fact, 
the culture gap shown for the Enabling subscale is nearly 
twice as large as is shown for any other subscale. 
Conclusions and discussion related to reliabilitv 
The Alpha coefficients calculated for the estimates of 
internal consistency were generally satisfactory for an 
initial attempt at developing the reliability of the school 
culture audit. Utilizing the guidelines suggested by Nunnally 
and Durham (1975), Alpha coefficients of .50 or above were 
desired. Alpha coefficients for the total of the value items 
(.90), the total of the norm items (.80), and all but one of 
the eight subscales surpassed the desired .50 level. 
The subscales appear to be relatively reliable. While 
modest, the .50 level is sufficient for reliability during the 
early research stages of instruments designed to measure 
constructs. The Pearson correlation coefficients support the 
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early development of the reliability levels for the subscales 
with the exception of the Achievement Norms Subscale (.42). 
The unsatisfactory Alpha level achieved for the 
Achievement Norms Subscale (.42) is believed to be the product 
of the multi-dimensional properties of the construct of 
Achievement. Perhaps the items currently contained in the 
Achievement Norms Subscale cannot be combined as a reliable 
measure of the Achievement construct. The specific behavioral 
norms contained in the Achievement norm subscale may be too 
specific or representative of situations that staff members 
have not considered or encountered. 
Conclusions and discussions related to validity 
The 31 key factors of school culture validated by the 
national panel of culture experts and practitioners appears to 
represent a valid measure of the construct of school culture. 
Additionally, the school culture audit was able to detect 
differences in the mean scores of the sampled schools for the 
values and norms subscales despite the very homogeneous 
population sample. The t-tests for paired data revealed 
significant culture gaps between the means of several of the 
31 values and corresponding norms. The testing for 
statistical significance of the difference between the item 
and subscale means supports the validity of the school culture 
audit. However, more pilot and field testing is necessary. 
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Limitations 
1. The pilot testing of the school culture audit 
involved a relatively small sample of schools in central Iowa. 
These schools would appear to be quite homogeneous. The 
teachers who teach in these schools tend to be drawn from the 
same geographic region and are educated and later work in that 
same region. The schools are rural and on a national scale 
would appear to be close to the same enrollment size. 
Generalizations outside this population should be guarded. 
2. This study utilized the scores from a single 
measurement. Single observed scores tell nothing about the 
error of measurement. As more extensive pilot and field 
testing is completed, the observed scores should become more 
meaningful. 
4. Failure to drop or eliminate items from the culture 
audit may have hampered attempts to achieve a higher level of 
internal consistency for the Achievement norms subscale. 
Because the key factors of school culture were validated by a 
national panel of experts and practitioners, a conscious 
decision was made by the researcher not to eliminate factors 
from the school culture audit. 
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Recommendations for Further Study 
The recommendations for further study center around 
further refinement of the school culture audit. Since the 
reliability of any new test or instrument is increased 
gradually, with more pilot and field testing, data analysis, 
and further refinement, the internal consistency reliability 
of the school culture audit should continue to improve. 
Recommendations for enhancing the instrument are provided 
below. 
1. More observations and continued testing is essential. 
Only six school districts and from central Iowa were selected 
to participate in this study. With a sample size of 174, 
generalizing beyond this population is difficult. Future 
pilot or field testing should take place concurrently in 
schools recognized as outstanding and in schools not seen or 
recognized as outstanding. 
2. Future statistical analysis should involve the mean 
differences between schools by size, demography, geographic 
location, and many other characteristics. Testing and data 
analysis under these conditions would help substantiate the 
ability of the school culture audit to discriminate between 
strong and weak school cultures. 
3. Items need to be written to replace some items in the 
Achievement norms subscale. The low estimate of internal 
consistency reliability for this subscale (.42) may be due to 
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poorly written items. The specific achievement domain of 
academic achievement should be identified as the primary focus 
of the Achievement subscale and norms need to be developed 
that target that domain. 
4. The following values and norms need further 
refinement: Internal Socialization, Management of the 
Learning Environment, Responsibility, and Accountability. 
5. Because a single observed score tells nothing about 
the error of measurement, the use of the school culture audit 
under test re-test conditions is recommended. In addition to 
providing data related to the standard error of measurement, 
test re-test reliability procedures and the resulting 
correlations between results would provide an estimate of the 
stability of the audit. 
6. Complete factor analysis procedures need to be 
performed following use with a larger sample. Factor analysis 
should also be conducted to include factor loading, 
extraction, and rotation leading to the possibility of 
eliminating key values or norm statements from the instrument. 
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PRACTITIONERS 
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Appendix A. Validation panel of culture experts and 
practitioners 
Name Title 
Mr. Les Aasheim 
Mr. John Artis 
Mr. Gerald Conley 
Ms. Liz Hedrick 
Mr. Dan Lawler 
Dr. Barb Licklider 
Ms. Sally Liechty 
Dr. Marshall Sashkin 
Dr. Stanley Schainker 
Dr. Karolyn Synder 
Ms. Diane Weitz 
Mr. Tim Westerberg 
Dr. Michael Wolfe 
Junior High Principal 
West Des Moines, lA 
High School Principal 
Grosse Point, MI 
High School Principal 
Des Moines, lA 





Iowa State University 
Elementary Principal 




University San Francisco 
Professor 
University South Florida 
Elementary Principal 
Council Bluffs, lA 
High School Principal 
Littleton, CO 
Professor 
State Univ. of New York 
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APPENDIX B. VALIDATION QUESTIONNAIRE 
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FACTOR EXPLANATION SHEET AND INSTRUMENT 
The recent interest in organizational culture in both the private and 
public sectors has been the result of a combination of factors including 
reports, books, and a demand for increased productivity, restructuring and 
accountability. 
It is extremely important to draw a careful distinction between the school 
climate and its culture. 
School climate is a term used to describe how teachers, students, and all 
staff feel about working in and attending their school. It refers to the 
way the school FEELS to the people inside it. 
In contrast, school culture refers to organizational beliefs and values and 
how members of the organization BEHAVE in the organization. Organizational 
beliefs and values lead to NORMS OP BEHAVIOR that become anticipated and 
expected by members of the organization and have a direct effect upon the 
productivity of the organization. 
The distinction between how people FBEL about the organization (climate) 
and what people THINK SHOULD BE DONE AND THEN WHAT THEY ACTUALLY DO 
(culture) is crucial. 
Our goal is to develop and validate a school culture audit to measure and 
report the norms related to employee productivity in schools. Staff, in 
this instrument, refers to certificated and non-certificated school 
employees. 
Below are the steps to be followed in developing and validating the school 
culture audit: 
1. Identify key factors which reflect the universe of concepts that 
comprise the key beliefs and values related to excellent schools. A 
key factor represents a concept that is very important if the school is 
to achieve maximum productivity. 
2. Validate the relevance of each of the key factors that comprise the 
content domain of school culture through the use of a validating panel. 
3. Identify behavioral norms that are representative of each validated 
school culture key factor. 
4. Validate the behavioral norms that are representative of each school 
culture key factor. 
5. Field test the school culture audit. 
6. Revise and use the school culture audit. 
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DIRECTIONS: Please consider each key factor of school culture listed below 
and do two things: 
1. Indicate how important you believe each concept is as a factor in 
achieving excellence in schools. 
2. Indicate the degree to which you are satisfied with the 
explanation of the concept. Does it adequately describe or 
explain the concept as it should exist in an excellent school. 
Space is provided for any suggestions you may have for readability or 
for strengthening the explanation or description of each key factor. 
1. KEY FACTOR: RECOGNITION 
* That state where staff and leaders recognize the achievement of 
others by utilizing tangible and/or intangible rewards. 
Is the concept of RECOGNITION an important factor in achieving excellence 
in schools? 
Not important 12 3 4 5 6 Very important 
Is the explanation or description of RECOGNITION satisfactory as provided? 
Very 1 2 3 4 5 6 Very 
Unsatisfactory Satisfactory 
Suggestions for strengthening the explanation or descriptionof 
RECOGNITION. 
2. KEY FACTOR: BELOnOING 
* That state where staff members feel as though they are part of the 
school community. 
Is the concept of BELONGING an important factor? ' 
Not important 12 3 4 5 6 Not important 
Is the explanation or description of BELONGING satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of BELONGING. 
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3. KEY FACTOR: RESPECT 
* That state where school staff feel as though they are treated as 
worthy individuals. 
Is the concept of RESPECT an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of RESPECT satisfactory aa 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of RESPECT. 
4. KEY FACTOR: A POSITIVE PHYSICAL SETTING 
* That state where the physical setting promotes the key beliefs and 
values of the school and staff. 
Is the concept of a POSITIVE PHYSICAL SETTING an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of a POSITIVE PHYSICAL SETTING 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of a POSITIVE PHYSICAL SETTING. 
5. KEY FACTOR: COLLEGZALITY 
* That state where staff members share, help, and support each other. 
la the 
concept of COLLEGIALITY an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of COLLEGIALITY satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of COLLEGIALITY. 
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6. KEY FACTOR: TEAMWORK 
* That state where staff work together to achieve results. 
Is the concept of TEAMWORK an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of TEAMWORK satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of TEAMWORK. 
7. KEY FACTOR: COMMON LANGUAGE 
* That state where staff uses common terms and phrases when 
discussing matters related to effective schooling. 
Is the concept of COMMON LANGUAGE an important factor? 
Not Important 12 3 4 5 6 Very Important 
lo the explanation or description of COMMON LANGUAGE satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of COMMON LANGUAGE. 
8. KEY FACTOR: COMMON PURPOSE 
* That state where staff know what their school is all about. 
Is the concept of CWOXON PURPOSE an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of COMMON PURPOSE satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of COMMON PURPOSE. 
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9. KEY FACTOR: CRITERIA FOR INCLUSION AND EXCLUSION 
* That state where staff members understand who is "in" and who is 
"out" of the group and by what criteria group membership is determined. 
Is the concept of CRITERIA FOR INCLUSION AND EXCLUSION an important factor? 
Is the explanation or description of CRITERIA FOR INCLUSION AND EXCLUSION 
satisfactory as provided? 
Suggestions for strengthening the explanation or description 
of CRITERIA FOR INCLUSION AND EXCLUSION. 
10. KEY FACTOR: CUSTOMER/CONSUMER ORIENTATION 
* That state where school staff feels a strong need to serve the 
interests and needs of the students, parents, and community. 
Is the concept of CUSTOMER/CONSUMER ORIENTATION an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of CUSTOMER/CONSUMER ORIENTATION 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of CUSTOMER/CONSUMER ORIENTATION. 
11. KEY FACTOR: MANAGEMENT OF THE LEARNING ENVIRONMENT 
* That state where school staff feels able to control the learning 
environment. 
Is the concept of MANAGEMENT OF THE LEARNING ENVIRONMENT an important 
factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of MANAGEMENT OF THE LEARNING ENVIRONMENT 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Not important 1 2 3 4 5 6 Very Important 
Very 
Unsatisfactory 1 2 
Very 
3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of RESPONSIBILITY FOR THE LEARNING ENVIRONMENT. 
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12. KEY FACTORI RISK TAKING 
* That state where staff are not afraid to try new approaches and 
innovations. 
Is the concept of RISK TAKING an Important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of RISK TAKING satisfactory 
as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of RISK TAKING. 
13. KEY FACTOR: CREATIVITY 
* That state where new ideas and approaches are encouraged and 
explored. 
Is the concept of CREATIVITY an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of CREATIVITY satisfactory 
as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of CREATIVITY. 
14. KEY FACTOR: HERO/HEROINE ENVIRONMENT 
* That state where positive role models within the school staff are 
respected and revered. 
Is the concept of HERO/HEROINE ENVIRONMENT an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of HERO/HEROINE ENVIRONMENT 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description of 
HERO/HEROINE ENVIRONMENT. 
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15. KEY FACTOR: HIGH EXPECTATIONS 
* That state where all staff expect students and others to do their 
best. ^ 
Is the concept of HIGH EXPECTATIONS an Important factor? 
Is the explanation or description of HIGH EXPECTATIONS satisfactory as 
provided? 
Suggestions for strengthening the explanation or description 
of HIGH EXPECTATIONS. 
16. KEY FACTOR: MAINTAINS STANDARDS OF PERFORMANCE 
* That state where standards of performance are expected to be met. 
Is the concept of MAINTAINS STANDARDS OP PERFORMANCE an important factor? 
Not important 12 3 4 5 6 Very Important 
Is the explanation or description of MAINTAINS STANDARDS OF PERFORMANCE 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
suggestions for strengthening the explanation or description 
of MAINTAINS STANDARDS OP PERFORMANCE. 
17. KEY FACTOR: RESPONSIBILITY/ACCOUNTABILITY 
* That state where staff feels that they own what occurs in the 
school. 
Is the concept of RESPONSIBILITY/ACCOUNTABILITY an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of RESPONSIBILITY/ ACCOUNTABILITY 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Not Important 1 2 3 4 5 6 Very Important 
Very 
Unsatisfactory 1 2 
Very 
3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of RESPONSIBILITY/ACCOUNTABILITY. 
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18. KEY FACTOR: REHAROS/PUNZSHMENTS 
* That state where staff behavior is consistently matched with 
appropriate positive and/or negative consequences. 
Is the concept of REWARDS/PUNZSHMENXS an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of REWARDS/PUNISHMENTS? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
suggestions for strengthening the explanation or description 
of REWARDS/PUNISHMENTS. 
19. KEY FACTOR: CONSTRUCTIVE DISAGREEMENT 
* That atat Where staff discuss and disagree on important issues in a 
respectful, productive manner. 
Is the concept of CONSTRUCTIVE DISAGREEMENT an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of CONSTRUCTIVE DISAGREEMENT 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of CONSTRUCTIVE DISAGREEMENT. 
20. KEY FACTOR: COMMUNICATION ADEQUACY 
* That state where staff feel that they know what is happening in the 
school. 
Is the 
concept of COMMUNICATION ADEQUACY an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of COMMUNICATION ADEQUACY satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of COMMUNICATION ADEQUACY. 
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21. KEY FACTOR: CBANOE 
* A state where staff feel the need to be constantly improving. 
Is the concept of CHANGE an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of CHANGE satisfactory asprovided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of CHANGE. 
22. KEY FACTOR: AUTONOMY 
* That state where staff members feel they have adequate freedom to 
do their jobs. 
Is the concept of PROFESSIONAL DISCRETION an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of PROFESSIONAL DISCRETION 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of PROFESSIONAL DISCRETION. 
23. KEY FACTOR: LEADERSHIP 
* That state where the leader(s) provide direction and make decisions 
to move the school forward. 
Is the concept of LEADERSHIP an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of LEADERSHIP satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of LEADERSHIP. 
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24. KEY FACTOR: POSITIVE MODELXNO 
* That state where key people in the school demonstrate important 
qualities and behaviors for others to emulate. 
Is the concept of POSITIVE MODELXNO an important factor? 
Is the explanation or description of POSITIVE MODELING satisfactory as 
provided? 
Suggestions for strengthening the explanation or description 
of POSITIVE MODELING. 
25. KEY FACTOR: INTERNAL SOCIALIZATION 
* That state where staff informally interact on matters relating to 
the school. 
Is the concept of INTERNAL SOCIALIZATION an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of INTERNAL SOCIALIZATION satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of INTERNAL SOCIALIZATION. 
26. KEY FACTOR: SCHOOL PRIDE 
* That state where staff have a special, positive feeling about their 
school and see it as a source of self- esteem. 
Is the concept of SCHOOL PRIDE an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of SCHOOL PRIDE satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of SCHOOL PRIDE. 
Not Important 1 2 3 4 5 6 Very Important 
Very 
Unsatisfactory 1 2 
Very 
3 4 5 6 Satisfactory 
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27. KEY FACTOR: COSX BFFECTXVENESS 
* That state where consideration is given for the economic and other 
costs in operating the school. 
Is the concept of COSX EFFECTIVENESS an important factor? 
Is the explanation or description of COSX EFFECTIVENESS satisfactory as 
provided? 
Suggestions for strengthening the explanation or description 
of COST EFFECTXVENESS. 
28. KEY FACTOR: EMPOWERMENT 
* That state where staff feel that they have been given appropriate 
responsibility for decision making. 
Is the concept of ENPOWBRNENX an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of EMPOWERMENT satisfactory 
as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of EMPOWERMENT. 
29. KEY FACTOR: VALUE OF LEARNING TIME 
* That state where staff value the use of time for enhancing 
learning. 
Is the concept VALUE OF LEARNING TIME an important factor? 
Not Important 1 2 3 4 5 6 Very Important 
Is the explanation or description of VALUE OF LEARNING TIME satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Not Important 1 2 3 4 5 6 Very Important 
Very 
Unsatisfactory 1 2 
Very 
3 4 5 6 Satisfactory 
suggestions for strengthening the explanation or description 
of VALUE OF LEARNING TIME. 
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30. KEY FACTOR: SUPPORT 
* That state where staff feel that colleagues and leaders will stand 
behind them and provide whatever assistance is needed. 
is the concept of SUPPORT an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of SUPPORT satisfactory as 
provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of SUPPORT. 
31. KEY FACTOR: GROWTH ORIENTATION 
* That state where staff value personal and professional improvement. 
Is the concept of GROWTH an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of GROWTH satisfactory asprovided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of GROWTH. 
32. KEY FACTOR: TRUST 
* That State where staff members feel confident of the integrity, 
ability, and character of other members of the school. 
Is the concept of TRUST an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of TRUST satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of TRUST. 
122 
33. KEY FACTOR: EQUITY 
* That state where staff in the school view fairness and equality as 
important. 
Is the concept of EQUITY an important factor? 
IB the explanation or description of EQUITY satisfactory as provided? 
suggestions for strengthening the explanation or description 
of EQUITY. 
34. KEY FACTOR: ACHIEVEMENT ORIENTATION 
* That state where staff feel that certain goals must be 
accomplished. 
Is the concept of ACHIEVEMENT ORIENTATION an important factor? 
Not important 12 3 4 5 6 Very important 
Is the explanation or description of ACHIEVEMENT ORIENTATION 
satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
suggestions for strengthening the explanation or description 
of ACHIEVEMENT ORIENTATION 
35. KEY FACTOR: CARING 
* That state where staff have a high regard for the welfare of 
students and others. 
Is the concept of CARING an important factor? 
Not Important 12 3 4 5 6 Very Important 
Is the explanation or description of CARING satisfactory asprovided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
Suggestions for strengthening the explanation or description 
of CARING. 




2 3 4 5 6 Satisfactory 
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36. KEY FACTOR: COHESXVENESS 
* That state where staff In groups work together as a whole. 
Is the concept of COHBSZVBNESS an important factor? 
Not important 12 3 4 5 6 Very important 
Is the explanation or description of COHEBZVENBBS satisfactory as provided? 
Very Very 
Unsatisfactory 12 3 4 5 6 Satisfactory 
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January 16, 1991 
Dear Mr. : 
Thank you once again for agreeing to help in this research 
effort. It is vital to this research to receive ten 
completed surveys from your faculty. As stressed during 
our phone conversation, the information they provide is 
essential to validate the items contained in the audit. 
Complete confidentiality will be guaranteed. 
This packet contains 10 School Work Culture Audits with 
instructions. Each culture audit has an individual return 
envelope. The participants are to place their completed 
audits in this envelope, seal it, and return it to you. 
Please: 
1. Distribute the culture audits to the 10 randomly 
selected members of your staff listed below. 
2. Assure the participants that their input is very 
valuable to this research effort and that total 
confidentiality of their responses will be 
guaranteed. 
3. Encourage the participants to return the completed 
surveys to you by January 25, 1991. 
4. Place the completed audits in the large, self-
addressed, stamped envelope provided and mail. 
Should you have any questions regarding this research 
please call Tim Taylor at any time (515/242-5985 during the 
day or 515/292-1152 during the evening). 
Thank you very much for your support and cooperation. 
Tim Taylor 
Doctoral Student 
Dr. Jim Sweeney 
I.S.U. Professor of Ed.Adm. 
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January 16, 1991 
Dear Colleague: 
Thank you for participating in this research project. You 
will provide a research team from Iowa State University with 
valuable data necessary to provide an estimate of internal 
consistency for the items contained in this School Work 
Culture Audit. 
The primary purpose of this research is to gather data to 
validate the items contained in the audit. It will take 
approximately 15 minutes to complete the survey. The answers 
you give will be private with no one seeing your completed 
audits except the researcher. Please, do not write your name 
on the Culture Audit. All completed audits will be handled 
with the strictest of confidentiality. No attempt will be 
made to identify or match the completed audits with 
individual volunteers at any time prior to, during, or 
following this study. 
When you are finished, please place the completed audit in 
the envelope provided, seal it, and return it to your 
building principal. 
Thank you for your help in this important study. 
Tim E. Taylor 
Graduate Student 




There are two parts to this School Work Culture Audit. 
Each part contains 31 items. 
Part I (items 1-31): 
On the pages that follow, please circle the number of 
the response that most accurately represents the 
strength to which you believe the statement reflects an 
important belief or value for achieving excellence in 
schools. 
Part II (items 32-62): 
Please circle the number of the response that most 
accurately reflects how MOST other staff members in your 
school would react if another staff member was to 
exhibit the behavior described. 
Below is an example of The Part II response scale. 
1 -Approve and Encourage It 
2 -Approve but Do Nothing to Encourage It 
3 -Consider It Not Important 
4 -Disapprove but Do Nothing to Discourage It 
5 -Disapprove and Discourage It 
Your responses are strictly confidential and will be reported 
only in aggregate form. 
THANK YOO FOR YOtJR COOPERATION 
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1. RECOONmON • lUfT ind leiden (hould utilize 
rowudi and pniM to rocognizs idiiovcmenti of othen. 2 3 4 S 
2. BBLONOINO • riITmonben ihouJd be treated in 
manner that incoiponta them lnu> the achool 
community. 
1 2 3 4 5 
3, RESPECT •• achool aufT, Ihnxigh tlwir actioni, 
ahould ireai each other aa valuable, coniiibuting 
indhriduala and rdiiriton. 
1 2 3 4 5 
4. A POSITIVE PHYSICAL SETTINO - the phyiical 
acoing ahould previde viaual itmindcn of the 
impoilant betiefa and valuta of the achool and aUfT. 1 2 3 4 S 
S. COLLEGIALITY • atalT monboi ahould actively 
than, help, and auppoit each other. 1 2 3 4 S 
6. TEAMWORK - atafT mcmbcn hiould woik 
together to achieve deaiied nulla. 1 2 3 4 S 
7. COMMON LANdUAOE - ntSt memben ahould 
uaa cnnnun lemu and phnaei when diacuaaiiig 
mattea relating to effective achooling. 1 2 3 4 S 
1. COMMON PURPOSE-naff memben ahould 
have and know a ahared viaion about the major putpoa« 
of the achooL 
1 2 3 4 5 
9. CUSTOMER/CONSUMER ORIENTATION, 
naff memben ahould anive to acrve the interota and 
needa of the amdenta. ptienu, and community 
memben. 
1 2 3 4 S 
10. MANAGEMENT OF THE ŒARNINO 
ENVIRONMENT • atâff memben ahould be able to 
eontiol and affect the lemming enviomment in a 
potitive manner. 
1 2 3 4 S 
11. RISK TAKINQ - «atf mcmbcn ahould be willing 
to try new waya of doing tMnga to improve the achool I 2 3 4 5 
11 CREAirVTTY - innovative ideu and approachoa 
ahould be Etoqucnly dimaaed by luff membeo. 1 2 3 4 S 
13. HERO/HEROINE ENVIKONMEKT - poaiUve 
role modela within the achool ahould be highly 
napecaed. 
1 2 3 4 5 
130 













14. HIOH EXPECTATIONS • lUfrmonbcn ihould 
cleuly eomnninicita to ftudoBlt nd othen the need to 
meet orexcced high ind ojpUeit «upocmiotu for 
èchievement tnd behivior. 
1 2 3 4 5 
IS. MAINTAINS STANDARDS OP 
PERFORMANCE - high ind sipUdl nindudj of 
ttudent perfctnunoe ihould be miiniâined by lUlT 
monbcn. 
1 2 3 4 S 
16. RESPONSIDIUTY - lUffmcmben ihould tike 
toqranfibully for whit oocun in the ichooL 1 2 3 4 5 
17. ACCOUNTABILITY - iWT monbcn ihould like 
ownenhip for lh« naulu that occir in the Khool. I 2 3 4 5 
|g. CONSTRUCTIVE DISAGREEMENT • itaff 
memben, it limei, ihould be tbie to diugiee, 
ropectftiUy on Impoiuni inuei. 
1 2 3 4 5 
19. CHANGE ORIENATION-lUffmcmben Ihould 
itrive fot chnte to loich pa«ntl piofeuionil and 
otginiuiionil goili. 
1 2 3 4 S 
20. LEADERSHIP • fonnil tnd infocnul kidre* 
ihould help othen leo the wiy to do the right thingi k 
facilitate moving the Mhod foiwird. 1 2 3 4 5 
21. POSITIVE MODELING ORIEOTATION-key 
people in the ichoot ihould comiiUMly eahifait 
behavior that nippona the gomli ct the ichool 1 2 3 4 5 
22. INTERNAL SOCLUJZATION-inforaial 
ctnvnutiona and munctioni concerning the idiool 
ihould be poiitivo and achievement oiicniod... 1 2 3 4 5 
23. SCHOOL PRIDE • itafT membea ihould expreii 
and demonante pontive feelinp about the ichooL 1 2 3 4 5 
24. COST EFFECnVENESS - Raff memben ihould 
expia# and demooitnte poôlive foelingi about the 
icbooL 
1 2 3 4 5 
23. EMPOWERMENT - itafTmemben ihould be 
given power to make fanpoiual dediiona about the 
ichooL 
I 2 3 4 5 
26. VALUE OF LEARNING TIME itaff behivion 
value the uae of achoot time for enhancing learning. 1 2 3 4 5 
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27, SUPPORT • GoUcigua and leiden ihouId provide 
UiiiUnoe needed to lupport other MfT monbcn. 1 2 3 4 S 
28. GROWTH ORIENTATION • iW iwrnben ihouli 
•trive for prafenicnil improvement for the ptupue of 
improving lemming for Mudcnu. 1 2 3 4 5 
29. TRUST • lUtf inonben ihould demonnnte their 
tnat for other meroben of the ichooL 1 2 3 4 5 
30. ACHIEVEMENT ORIENTATION-lUfT 
memben, through their •ctiont, ihould luive to 
ichieve impoumi Khool godi. 
1 2 3 4 5 
31. CARINO - itâff memboi ihow connem and 
intern»! in the welfare of all itudenta and othera in the 
fchooL 
1 2 3 4 5 
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32. ncognizs inoiher tuff member for good effoR 
or achievement, moat other naff member: would... 1 2 3 4 5 
33. promole a plan to mako each italT member feel 
thai ihey are an important part ef the idi Mi 
community, moat other Mff member* would... . 2 3 4 5 
34. neat another Mafr member with dlcroipccl, moat 
other ftaff member# would... 
1 2 3 4 5 
35. diiplay a poater that promo«ea pride and high 
expoctationa, moat other itaff member* would... 1 2 3 4 S 
36. aik other* to fomi a network to a hare inatructional 
information and ideaa and to provide aupport to help 
each other, moat other naff member» would... 1 2 3 4 5 
37. rcAue to wodt with other membca of the iiaff, 
moat other ataff member* would... 
1 2 3 4 5 
31 eapreu a need for other naff monben to uae 
common temw and language when discuuing mitten 
iclited to ichooling, moat other atalT memba* would.. 1 2 3 4 S 
39. auggeit conducting a aurvey to detemiine if there 
il agreement on the common purpoee of the ichool, 
moat other ilafTmembera would... 
1 2 3 4 5 
5 
40. rekae to meet with parenta to ihaie infoimation, 
moat other lUfT member* would... 
1 2 3 4 5 
41. advocate a plan for atalTmombtn to accept 
raporuibiliiy equal to the principal for managing the 
learning environment, moat other itaff member* 
would... 
1 2 3 4 5 
41 auggeal trying a riaky ichool improvement 
approach that hu much pnmiie, moai other nafT 
member* would.» 
1 2 3 4 5 
43. niggeat a brtinatomiing aeaaion to eiplore ideaa 
and apptoachea to improve the acfaool, moa other Baff 
member* would.. 
1 2 3 4 5 
44. make a plea for recognizing a Itaff member who 
apeoda weekenda tutoting itudenta who need help, moi 
other (uff monben wotiId.~ 
1 2 3 4 5 
45, foct* initruction pcimiiily for more talented 
Hudenu in hi* or her claaaea. moat other ataff member 
would.. 
1 2 3 4 5 
46. give* palling (tide* to undeaerving Itudenta, mot 
other ataif member* wotild... 
1 2 3 4 î 
47. niggeat orginimng a group to work on ichool 
profalema. moat other itafT monbar* would... 1 2 3 4 S 
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43. point to (tudenU.ptraittindaihenuihociuu 
ol lack of itudent (chicvonent in the Khool, mo* 
other luTT monben would... 
I 2 3 4 3 
49. diuim, tapectAiUy, with other HiXr monben 
•bcui *n impoiuni isiue, mo* other itiiT member: 
would... 
1 2 3 4 5 
SO. reftue to ptiticipeta in m wonhwhils ichooi-wide 
inipiovcment initittive, mott other itafT memben 
w<Mld.., 
1 2 3 4 5 
SI. fail to <cce{ii mponiibUiiy for tetdenhip of in 
impoiUnt ichod iitiptovgnenx initiative, mut other 
iUÏTmembai would... 
1 2 3 4 5 
52. expico ccncem because poiitive behivion tre not 
being modeled, moil other ftafiT memben would... 1 2 3 4 5 
53. malign the tchool during Infomiai convenationi 
tnd intcnctioM with othen, mom other lUfT memben 
would... 
1 2 3 4 5 
54. wggeitt idiool pride week, moat other lUfT 
mombera would... 
1 2 3 4 5 
55. apend diatnci rtaouroea in a waaieful manner, moa 
other tMlt memben would... 
1 2 3 4 5 
56. aak for gnater latitude in individual dociiian 
making leaponiibilitiea, moat other atafT memben 
would.. 
I 2 3 4 5 
57. itan claaaea lata and end than early (and othen 
know it), moet other atalT memben would... • 1 2 3 4 5 
51. fail to help a colleague in need, moat other ataff 
memben would... 
1 2 3 4 5 
59. fail to try to develop him or henelf piofeuionally 
moat other ataff monben would... I 2 3 4 5 
60. make a plea that ataff memben demonimie their 
truat for other memben ct the achooL moat other ataff 
memben would.» 
1 2 3 4 S 
61. make a joke about the achool goala, moat other 
auS memben would.. 
1 2 3 4 5 
62. be inaeoailive to i itudent or other itaff member, 
moat other staff memben would... 
1 2 3 4 5 
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Subscales and item numbers 
Corresponding 
Audit Item no. 
GROUP SUPPORT 
Collegiality 5 36 
Teamwork 6 37 
Internal socialization 22 53 
Trust 29 60 
Belonging 2 33 
Support 27 58 
ACHIEVEMENT SUBSCALE 
Customer/consumer orientation 9 40 
High expectations 14 45 
Cost effectiveness 24 55 
Achievement orientation 30 61 
Value of learning time 26 57 
Responsibility 16 47 
Accountability 17 48 
MOTIVATION SUBSCALE 
Maintains standards of performance 15 46 
Recognition 1 32 
Respect 3 34 
Caring 31 62 
School pride 23 54 
Hero/heroine environment 13 44 
ENABLING SUBSCALE 
Empowerment 25 56 
Leadership 20 51 
Change orientation 19 50 
Growth orientation 28 59 
Risk taking 11 42 
Common language 7 38 
Creativity 12 43 
Positive physical setting 4 35 
Common purpose 8 39 
Constructive disagreement 18 49 
Positive modeling orientation 21 52 
Management of the learning environment 10 41 
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APPENDIX F. PAIRED t-TEST RESULTS FOR ALL SETS OF VALUES 
AND CORRESPONDING NORMS 
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Appendix F. Paired t-test results for all pairs of values and 
corresponding norms and subscales of values and norms. N=174 
Ho: u, = Uj 
H,: u, ^  Uz 
o = .05 *indicates statistical significance 
df = 173 
Tabled t = 1.96 Value Norm t 2-tail 
X X Value Frob. 
GROUP SUPPORT 4.48 4.22 7.14 .00* 
Collegiality 4.70 4.20 8.46 .00* 
Teamwork 4.71 4.18 7.34 .00* 
Internal Socialization 4.10 4.04 0.06 .95 
Trust 4.27 4.03 3.67 .00* 
Belonging 4.69 4.35 5.22 .00* 
Support 4.42 4.45 -0.52 .60 
ACHIEVEMENT 4.24 4.03 4.95 .00* 
Consumer Orientation 4.30 4.46 -1.70 .09 
High Expectations 4.58 3.83 8.85 .00* 
Cost Effectiveness 4.37 4.39 0.08 .94 
Achievement Orientation 4.30 3.64 9.06 .00* 
Value of Learning Time 4.43 4.47 -0.81 .42 
Responsibility 3.89 4.26 -4.24 .00* 
Accountability 3.79 3.16 5.57 .00* 
MOTIVATION 4.48 4.32 4.14 .00* 
Maintain Perf. Stds. 4.42 4.30 2.00 .05 
Recognition 4.32 4.49 -3.04 .00* 
Respect 4.79 4.27 8.83 .00* 
Caring 4.69 4.29 6.54 .00* 
School Pride 4.46 4.39 1.20 .23 
Hero/Heroine Environment 4.10 4.12 -0.84 .40 
ENABLING 4.36 3.87 15.67 .00* 
Empowerment 4.29 3.86 4.10 .00* 
Leadership 4.12 3.98 1.81 .07 
Change Orientation 4.21 3.86 5.08 .00* 
Growth Orientation 4.43 3.82 9.44 .00* 
Risk Taking 4.47 3.56 9.24 .00* 
Common Language 4.12 3.86 3.50 .00* 
Creativity 4.43 4.24 2.28 .02* 
Positive Phys. Setting 4.43 4.44 -0.30 .76 
Common Purpose 4.46 3.96 6.87 .00* 
Constructive Disagree. 4.43 3.64 10.63 .00* 
Pos. Modeling Orienta. 4.28 3.52 7.67 .00* 
Mgt. of Learning Envir. 4.58 3.62 8.75 .00 * 
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Item Means and Standard Deviations by School 
Item 1: RECOGNITION Mean SO 
Population Sample 4.32 .63 
School 1 4.20 .42 
2 4.44 .53 
3 4.10 .32 
4 4.20 .92 
5 4.40 .70 
6 4.50 .53 
7 4.00 .53 
8 4.38 .52 
9 4.30 .48 
10 4.50 .53 
11 4.20 .42 
12 3.90 1.10 
13 3.90 .74 
14 4.60 .52 
15 4.50 .53 
16 4.50 .53 
17 4.40 .70 
18 4.67 .50 
Item 2: BELONGING Mean SD 
Population Sample 4.68 .52 
School 1 4.80 .32 
2 4.67 .50 
3 4.50 .53 
4 4.60 .70 
5 4.90 .32 
6 4.70 .48 
7 4.50 .53 
8 4.63 .74 
9 4.80 .42 
10 4.70 .48 
11 4.90 .32 
12 4.70 .48 
13 4.40 .52 
14 4.70 .48 
15 4.50 .53 
16 4.70 .67 
17 4.80 .42 
18 4.78 .44 
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Item 3: RESPECT Mean SD 
Population 4.82 .52 
School 1 4.90 .32 
2 4.67 .50 
3 4.80 .42 
4 5.00 .00 
5 4.90 .32 
6 4.80 .42 
7 4.63 .52 
8 4.88 .35 
9 4.70 .48 
10 4.60 .52 
11 4.88 .33 
12 4.90 .32 
13 4.40 .52 
14 4.70 .48 
15 4.90 .32 
16 4.90 .32 
17 4.80 .42 
18 4.89 .33 
Item 4: POSITIVE PHYSICAL Mean SD 
SETTING 
Population 4.43 .56 
School 1 4.60 .52 
2 4.44 .53 
3 4.40 .52 
4 4,50 .53 
5 4.50 .53 
6 4.50 .53 
7 4.13 .64 
8 4.25 .71 
9 4.30 .67 
10 4.30 .67 
11 4.30 .67 
12 4.60 .52 
13 4.30 .48 
14 4.50 .53 
15 4.00 .67 
16 4.70 .48 
17 4.70 .48 
18 4.56 .53 
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Item 5; COLLEGIALITY Mean Sd 
Population 4.70 .51 
School 1 4.60 .52 
2 4.67 .50 
3 4.70 .48 
4 4.80 .42 
5 5.00 .00 
6 4.80 .42 
7 4.50 .53 
8 4.75 .46 
9 4.30 .67 
10 4.70 .48 
11 4.70 .67 
12 4.80 ,42 
13 4.50 .71 
14 4.60 .70 
15 4.60 .52 
16 4.90 .32 
17 4.90 .32 
18 4.78 .44 
Item 6; TEAMWORK Mean SD 
Population 4.71 .48 
School 1 4.70 .48 
2 4.89 .33 
3 4.70 .48 
4 4.80 .42 
5 4.90 .32 
6 4.90 .32 
7 4.38 .52 
8 4.63 .52 
9 4.60 .70 
10 4.50 .53 
11 4.60 .52 
12 4.80 .42 
13 4.70 .48 
14 4.60 .70 
15 4.50 .53 
16 4.80 .42 
17 4.80 .42 
18 4.89 .33 
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Item 7: COMMON LANGUAGE Mean SD 
Population 4.11 .70 
School 1 4.00 .47 
2 4.33 .50 
3 4.40 .70 
4 4.40 .52 
5 4.20 .79 
6 4.10 1.20 
7 3.63 .74 
8 4.13 .64 
9 3.80 .79 
10 4.00 .47 
11 4.30 .67 
12 4.60 .70 
13 3.80 .79 
14 3.80 .42 
15 3.80 .63 
16 4.30 .48 
17 4.40 .52 
18 4.00 .87 
Item 8: COMMON PURPOSE Mean SD 
Population 4.56 .63 
School 1 4.30 .48 
2 4.33 .50 
3 4.40 .97 
4 4.70 .48 
5 4.60 .97 
6 4.40 .52 
7 4.00 .53 
8 4.38 .44 
9 4.60 .52 
10 4.30 .48 
11 4.40 .97 
12 4.70 .48 
13 4.40 .52 
14 4.60 .52 
15 4.00 .67 
16 4.70 .48 
17 4.70 .48 
18 4.67 .50 
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Item 9; CUSTOMER/CONSUMER Mean SD 
ORIENTATION 
Population 4.33 .76 
School 1 4.20 .63 
2 4.56 .53 
3 4.40 .70 
4 4.40 .52 
5 4.20 1.23 
6 4.50 .53 
7 3.50 .76 
8 4.43 .53 
9 4.00 .67 
10 4.50 .53 
11 4.20 .42 
12 4.40 .70 
13 4.10 .74 
14 4.20 .63 
15 4.20 .79 
16 4.50 .53 
17 4.60 .52 
18 4.44 .53 
Item 10; MANAGEMENT OF THE Mean SD 
LEARNING ENVIRONMENT 
Population 4.60 .61 
School 1 4.40 .52 
2 4.67 .50 
3 4.40 .52 
4 4.80 .42 
5 4.90 .32 
6 4.40 .52 
7 4.25 .46 
8 4.38 .52 
9 4.20 .42 
10 4.70 .48 
11 4.56 .53 
12 4.80 .42 
13 4.50 .53 
14 4.70 .48 
15 4.40 .70 
16 4.80 .42 
17 4.80 .42 
18 4.68 .50 
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Item 11: RISK TAKING Mean SD 
Population 4.47 .59 
School 1 4.40 .52 
2 4.56 .73 
3 4.50 .53 
4 4.50 .53 
5 4.90 .32 
6 4.60 .52 
7 4.13 .35 
8 4.25 .71 
9 4.20 .63 
10 4.40 .52 
11 4.40 .70 
12 4.60 .52 
13 4.30 .82 
14 4.60 .52 
15 4.30 .48 
16 4.81 .42 
17 4.40 .70 
18 4.44 .73 
Item 12: CREATIVITY Mean Sd 
Population 4.43 .59 
School 1 4.50 .53 
2 4.67 .50 
3 4.10 .32 
4 4.70 .48 
5 4.90 .62 
6 4.70 .48 
7 4.13 .35 
8 4.25 .71 
9 4.30 .95 
10 4.30 .48 
11 4.10 .74 
12 4.60 .52 
13 4.10 .74 
14 4.50 .53 
15 4.20 .63 
16 4.80 .42 
17 4.30 .48 
18 4.56 .53 
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Item 13; HERO/HEROINE Mean SD 
ENVIRONMENT 
Population 4.10 .73 
School 1 4.20 .63 
2 4.00 .87 
3 3.90 .74 
4 4.10 1.29 
5 4.20 .79 
6 4.20 .79 
7 4.25 .46 
8 4.25 .46 
9 3.70 .82 
10 3.60 .52 
11 3.80 .63 
12 4.30 .67 
13 3.90 .74 
14 4.20 .63 
15 4.10 .32 
16 4.30 .67 
17 4.60 .52 
18 4.22 .83 
Item 14; HIGH EXPECTATIONS Mean SD 
Population 4.57 .53 
School 1 4.60 .52 
2 4.44 .53 
3 4.50 .53 
4 4.60 .52 
5 4.70 .48 
6 4.30 .67 
7 4.75 .46 
8 4.38 .74 
9 4.20 .42 
10 4.50 .53 
11 4.70 .48 
12 4.60 .52 
13 4.60 .70 
14 4.70 .48 
15 4.60 .52 
16 4.80 .42 
17 4.80 .42 
18 4.56 .53 
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Item 15; MAINTAINS STANDARDS Mean SD 
OF PERFORMANCE 
Population 4.48 .77 
School 1 4.70 .48 
2 4.22 .67 
3 4.60 .52 
4 4.50 .71 
5 4.44 .53 
6 4.30 .67 
7 4.38 .52 
8 4.38 .52 
9 4.20 .63 
10 4.30 .67 
11 4.40 .70 
12 4.20 .63 
13 4.40 .70 
14 4.30 .67 
15 4.50 .53 
16 4.80 .42 
17 4.78 .44 
18 4.22 .44 
Item 16: RESPONSIBILITY Mean SD 
Population 3.92 .84 
School 1 3.70 .82 
2 3.56 .88 
3 4.10 .57 
4 3.90 .57 
5 4.20 .79 
6 4.10 .88 
7 3.50 .93 
8 3.88 .64 
9 3.80 .74 
10 3.80 .63 
11 3.50 .71 
12 4.40 .52 
13 3.80 .79 
14 3.90 .57 
15 3.33 .71 
16 4.30 .48 
17 3.70 1.06 
18 4.33 .50 
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Item 19: CHANGE ORIENTATION Mean SD 
Population 4.24 .75 
School 1 4.40 .70 
2 4.11 .60 
3 4.20 .63 
4 4.60 .52 
5 4.90 .32 
6 4.60 .52 
7 3.88 .35 
8 4.00 .53 
9 4.50 .71 
10 4.20 .63 
11 4.00 .67 
12 4.40 .52 
13 3.80 .92 
14 3.90 .74 
15 3.80 .63 
16 4.20 .42 
17 4.00 .71 
18 4.11 .60 
Item 20; LEADERSHIP Mean SD 
Population 4.14 .72 
School 1 4.00 .47 
2 4.11 .33 
3 4.00 .82 
4 4.50 .52 
5 4.30 .48 
6 4.50 .53 
7 4.13 .35 
8 3.75 .46 
9 4.00 .67 
10 4.30 .48 
11 4.10 .73 
12 4.00 .94 
13 4.20 .63 
14 4.30 .48 
15 3.90 .74 
16 3.90 .57 
17 4.00 .50 
18 4.00 .87 
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Item 21: POSITIVE MODELING Mean SD 
ORIENTATION 
Population 4.28 .62 
School 1 4.00 .47 
2 4.22 .83 
3 4.00 .47 
4 4.50 .53 
5 4.60 .53 
6 4.20 .52 
7 4.13 .35 
8 4.25 .46 
9 4.10 .57 
10 4.30 .48 
11 4.30 .67 
12 4.20 .92 
13 4.40 .52 
14 4.60 .70 
15 4.00 .67 
16 4.40 .52 
17 4.60 .52 
18 4.22 .67 
Item 22: INTERNAL Mean SD 
SOCIALIZATION 
Population 4.10 .75 
School 1 3.80 .63 
2 4.11 .60 
3 4.20 .63 
4 4.30 .48 
5 4.50 .70 
6 4.60 .52 
7 3.75 .46 
8 3.75 .88 
9 3.90 .57 
10 3.90 .57 
11 4.20 .63 
12 4.10 1.29 
13 3.60 .97 
14 4.20 .63 
15 4.10 .88 
16 4.20 .42 
17 4.10 1.10 
18 4.33 .71 
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Item 23: SCHOOL PRIDE Mean SD 
Population 4.46 .62 
School 1 4.20 .79 
2 4.89 .33 
3 4.60 .52 
4 4.40 .52 
5 4.90 .32 
6 4.70 .48 
7 4.50 .53 
8 4.50 .53 
9 4.10 .74 
10 4.10 .74 
11 4.50 .53 
12 4.60 .52 
13 4.40 .52 
14 4.60 .52 
15 4.40 .70 
16 4.30 .67 
17 4.20 1.03 
18 4.44 .53 
Item 24; COST EFFECTIVENESS Mean SD 
Population 4.40 .63 
School 1 4.30 .48 
2 4.56 .53 
3 4.30 .48 
4 4.30 .48 
5 4.60 .52 
6 4.50 .53 
7 4.13 .64 
8 4.25 .46 
9 4.20 .63 
10 4.20 .42 
11 4.30 .67 
12 4.50 .53 
13 4.50 .53 
14 4.30 .48 
15 4.30 .48 
16 4.60 .52 
17 4.22 .67 
18 4.56 .53 
151 
Item 25: EMPOWERMENT Mean SD 
Population 4.29 .69 
School 1 4.50 .53 
2 4.22 .67 
3 3.90 .74 
4 4.50 .71 
5 4.40 .70 
6 4.30 .67 
7 4.38 .74 
8 4.38 .52 
9 4.00 .47 
10 4.00 .67 
11 4.10 .74 
12 4.20 .92 
13 4.10 .74 
14 4.10 .74 
15 4.40 .52 
16 4.40 .70 
17 4.80 .63 
18 4.56 .73 
Item 26: VALUE OF LEARNING Mean SD 
TIME 
Population 4.43 .54 
School 1 4.50 .53 
2 4.44 .73 
3 4.30 .48 
4 4.70 .48 
5 4.90 .32 
6 4.40 .52 
7 4.38 .52 
8 4.38 .52 
9 4.20 .42 
10 4.30 .67 
11 4.40 .52 
12 4.30 .48 
13 4.50 .53 
14 4.00 .47 
15 4.30 .67 
16 4.40 .52 
17 4.70 .48 
18 4.56 .53 
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Item 27: SUPPORT Mean SD 
Population 4.42 .53 
School 1 4.40 .52 
2 4.44 .53 
3 4.40 .52 
4 4.70 .48 
5 4.80 .42 
6 4.50 .53 
7 4.13 .64 
8 4.25 .46 
9 4.10 .57 
10 4.40 .70 
11 4.40 .52 
12 4.40 .52 
13 4.40 .52 
14 4.50 .53 
15 4.20 .42 
16 4.40 .52 
17 4.40 .52 
18 4.67 .50 
Item 28; GROWTH ORIENTATION Mean SD 
Population 4.43 .53 
School 1 4.70 .40 
2 4.78 .44 
3 4.50 .53 
4 4.60 .52 
5 4.70 .48 
6 4.50 .53 
7 4.25 .46 
8 4.38 .52 
9 4.20 .42 
10 4.50 .53 
11 3.90 .32 
12 4.70 .48 
13 3.90 .57 
14 4.40 .52 
15 4.30 .48 
16 4.60 .52 
17 4.30 .48 
18 4.56 .53 
153 
Item 29: TRUST Mean SD 
Population 4.27 .59 
School 1 4.00 .82 
2 4.22 .44 
3 4.20 .63 
4 4.30 .48 
5 4.40 .52 
6 4.60 .52 
7 4.13 .35 
8 4.13 .64 
9 4.00 .67 
10 4.20 .42 
11 4.20 .63 
12 4.60 .52 
13 4.10 .57 
14 4.10 .74 
15 4.30 .48 
16 4.40 .70 
17 4.50 .71 
18 4.44 .53 
Item 30: ACHIEVEMENT Mean SD 
ORIENTATION 
Population 4.30 .53 
School 1 4.30 .48 
2 4.33 .50 
3 4.00 .47 
4 4.50 .53 
5 4.60 .52 
6 4.60 .52 
7 4.00 .53 
8 4.25 .46 
9 4.20 .42 
10 4.10 .32 
11 4.20 .63 
12 4.50 .53 
13 4.20 .63 
14 4.00 .47 
15 4.10 .32 
16 4.30 .48 
17 4.70 .48 
18 4.44 .73 
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Item 31: CARING Mean SD 
Population 4.69 .48 
School 1 5.00 .00 
2 4.89 .33 
3 4.70 .48 
4 4.90 .32 
5 4.80 .42 
6 4.60 .52 
7 4.50 .53 
8 4.25 .46 
9 4.70 .48 
10 4.50 .53 
11 4.80 .42 
12 4.60 .52 
13 4.70 .48 
14 4.60 .52 
15 4.40 .70 
16 4.70 .48 
17 4.90 .31 
18 4.78 .44 
Item 32: RECOGNIZE OTHERS Mean SD 
Population 4.49 .52 
School 1 4.80 .42 
2 4.33 .50 
3 4.70 .48 
4 4.80 .42 
5 4.60 .52 
6 4.60 .70 
7 4.25 .46 
8 4.38 .52 
9 4.50 .53 
10 4.90 .32 
11 4.40 .52 
12 4.10 .57 
13 4.10 .32 
14 4.50 .53 
15 4.40 .52 
16 4.60 .52 
17 4.50 .53 
18 4.33 .50 
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Item 33; FEEL AS AN Mean SD 
IMPORTANT PART 
Population 4.35 .74 
School 1 4.90 .32 
2 4.56 .73 
3 4.50 .53 
4 4.70 .48 
5 4.30 .67 
6 4.40 1.26 
7 4.25 .46 
8 4.38 .52 
9 3.90 .57 
10 4.40 .70 
11 4.00 .47 
12 4.40 .52 
13 4.00 1.25 
14 3.90 1.20 
15 4.50 .53 
16 4.60 .70 
17 4.30 .48 
18 4.33 .71 
Item 34: TREAT WITH Mean SD 
DISRESPECT 
Population 4.27 .63 
School 1 4.60 .52 
2 4.11 .33 
3 4.10 .32 
4 4.40 .70 
5 4.30 .48 
6 4.50 .71 
7 3.75 .71 
8 4.13 .36 
9 4.40 .52 
10 4.40 .52 
11 4.40 .52 
12 4.20 .42 
13 4.10 .32 
14 4.30 .48 
15 4.00 .47 
16 4.50 .53 
17 4.70 .67 
18 3.44 1.24 
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Item 35: POSTER PROMOTING Mean SD 
SCHOOL 
Population 4.44 .57 
School 1 4.30 .95 
2 4.44 .53 
3 4.70 .48 
4 4.60 .52 
5 4.40 .52 
6 4.70 .48 
7 4.25 .71 
8 4.63 .52 
9 4.70 .48 
10 4.40 .52 
11 4.40 .52 
12 4.40 .52 
13 4.10 .32 
14 4.40 .52 
15 4.20 .42 
16 4.50 .71 
17 4.30 .82 
18 4.56 .53 
Item 36: SHARING NETWORK Mean SD 
Population 4.20 .65 
School 1 4.80 .42 
2 4.00 .00 
3 4.50 .53 
4 4.50 .53 
5 4.50 .71 
6 4.30 .48 
7 3.75 .46 
8 4.13 .64 
9 4.20 .79 
10 4.30 .67 
11 4.00 .67 
12 4.10 .74 
13 3.40 .70 
14 4.00 .67 
15 4.30 .48 
16 4.40 .52 
17 4.20 .42 
18 4.00 .87 
157 
Item 37! REFURE TO JOIN Mean SD 
TEAM BUILDING 
Population 4.21 .75 
School 1 3.60 .97 
2 3.89 .33 
3 4.00 .67 
4 4.40 .52 
5 4.10 .88 
6 4.40 .52 
7 3.75 1.04 
8 4.00 .00 
9 4.70 .48 
10 4.50 .53 
11 4.11 .33 
12 3.80 .63 
13 4.40 .52 
14 4.30 .48 
15 4.30 .67 
16 4.60 .52 
17 4.40 .52 
18 3.78 .44 
Item 38: NEED FOR COMMON Mean SD 
LANGUAGE 
Population 3.86 .87 
School 1 4.30 .67 
2 3.78 .67 
3 3.90 .88 
4 4.00 .82 
5 4.10 .88 
6 3.90 1.10 
7 3.13 1.36 
8 4.13 .64 
9 3.80 .92 
10 3.50 .71 
11 4.20 .63 
12 4.00 .94 
13 3.40 .70 
14 4.00 .67 
15 3.90 .88 
16 3.80 .63 
17 4.20 .79 
18 3.33 1.22 
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Item 39; SURVEY TO FIND Mean SD 
COMMON PURPOSE 
Population 3.96 .88 
School 1 4.50 .53 
2 3.89 .60 
3 4.00 .82 
4 4.50 .71 
5 4.10 .74 
6 4.10 .74 
7 3.88 .64 
8 3.75 1.49 
9 4.00 .82 
10 4.10 .74 
11 3.90 .74 
12 3.90 .88 
13 3.40 1.35 
14 4.20 .63 
15 3.60 1.17 
16 4.00 .82 
17 3.90 .88 
18 3.44 1.01 
Item 40; REFUSE TO MEET Mean SD 
WITH PARENTS 
Population 4.46 .63 
School 1 4.70 .48 
2 4.67 .50 
3 4.80 .42 
4 4.50 .53 
5 4.50 .53 
6 4.80 .42 
7 4.38 .52 
8 4.25 .46 
9 4.70 .48 
10 4.80 .42 
11 4.50 .53 
12 4.00 .67 
13 4.30 .95 
14 4.00 .67 
15 4.40 .52 
16 4.00 .94 
17 4.50 .71 
18 4.22 .67 
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Item 41; EQUAL MANAGEMENT Mean SD 
RESPONSIBILITIES 
Population 3.65 1.34 
School 1 4.20 1.32 
2 3.56 1.13 
3 3.10 1.45 
4 4.00 .67 
5 3.90 1.60 
6 3.80 1.32 
7 3.50 1.07 
8 3.63 1.41 
9 3.90 1.37 
10 3.40 1.26 
11 3.40 1.45 
12 3.50 1.43 
13 3.10 1.37 
14 2.90 1.45 
15 3.60 1.17 
16 4.00 1.15 
17 4.33 .71 
18 3.89 .93 
Item 42: TRY A RISKY Mean SD 
IMPROVEMENT PROJECT 
Population 3.59 1.18 
School 1 4.20 .42 
2 3.78 1.20 
3 3.70 1.25 
4 3.70 1.46 
5 4.30 .48 
6 3.70 1.06 
7 2.38 1.30 
8 4.00 .53 
9 3.80 1.03 
10 3.90 .74 
11 3.40 .84 
12 2.80 1.23 
13 3.20 1.03 
14 3.00 1.41 
15 3.10 1.45 
16 4.00 .94 
17 3.11 1.17 
18 3.78 .67 
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Item 43; BRAINSTORM IDEAS Mean SD 
FOR SCHOOL IMPROVEMENT 
Population 4.27 .84 
School 1 4.60 .52 
2 4.33 .50 
3 4.30 .82 
4 4.30 .82 
5 4.60 .52 
6 4.70 .48 
7 3.38 1.06 
8 4.13 .83 
9 4.20 .79 
10 4.50 .71 
11 3.90 .74 
12 4.20 .79 
13 3.70 .95 
14 4.10 .74 
15 4.50 .53 
16 4.20 .42 
17 4.44 .73 
18 4.11 .93 
Item 44: HEROS/HEROINES Mean SD 
RECOGNIZED 
Population 4.17 .75 
School 1 4.90 .32 
2 4.33 .50 
3 4.20 .42 
4 3.60 1.17 
5 4.30 .48 
6 4.10 .74 
7 3.75 1.28 
8 4.25 .71 
9 4.20 .63 
10 4.10 .88 
11 4.30 .48 
12 3.80 .79 
13 4.00 1.05 
14 4.30 .48 
15 4.10 .57 
16 4.10 .74 
17 4.60 .70 
18 4.00 .50 
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Item 45: TEACHES TO TALENTED Mean SD 
STUDENTS ONLY 
Population 3.83 .91 
School 1 4.30 .48 
2 3.33 1.12 
3 4.00 .82 
4 4.10 .88 
5 3.70 1.25 
6 4.40 .52 
7 3,88 .83 
8 4.13 .35 
9 3.90 1.20 
10 4.00 1.15 
11 4.10 .32 
12 3.80 .79 
13 3.40 .97 
14 3.50 .97 
15 3.80 1.03 
16 3.90 .57 
17 3.30 .95 
18 3.44 1.01 
Item 46: PASSES UNDESERVING Mean SD 
STUDENTS 
Population 4.32 .65 
School 1 4.40 .52 
2 4.00 .58 
3 4.20 .42 
4 4.40 .52 
5 4.60 .52 
6 4.60 .52 
7 4.25 .46 
8 4.25 .46 
9 4.20 .92 
10 4.20 .42 
11 4.20 .42 
12 4.10 .57 
13 4.20 .63 
14 4.20 .42 
15 4.70 .48 
16 4.30 .48 
17 4.40 .52 
18 4.00 .50 
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Item 47: PROBLEM SOLVING Mean SD 
Population 4.26 .70 
School 1 5.00 .00 
2 4.11 .60 
3 4.30 .67 
4 4.50 .71 
5 4.30 .48 
6 4.40 .52 
7 3.88 1.25 
8 4.13 .35 
9 4.60 .52 
10 4.10 .57 
11 4.20 .63 
12 4.10 .74 
13 3.60 1.08 
14 4.00 .82 
15 4.50 .53 
16 4.40 .52 
17 4.20 .63 
18 4.33 .50 
Item 48: BLAMES OTHERS FOR Mean SD 
STUDENT FAILURES 
Population 3.16 1.32 
School 1 2.70 1.34 
2 2.44 1.33 
3 3.40 1.51 
4 4.10 .74 
5 3.50 1.08 
6 3.70 1.16 
7 2.25 1.28 
8 3.13 1.25 
9 4.20 1.03 
10 3.20 1.40 
11 3.00 1.33 
12 1.70 .67 
13 2.70 1.16 
14 3.50 1.08 
15 3.80 1.03 
16 3.30 1.16 
17 2.10 1.29 
18 4.00 1.22 
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Item 49: RESPECTFUL Mean SD 
DISAGREEMENT 
Population 3.64 .96 
School 1 3.70 .48 
2 3.67 1.00 
3 3.90 .74 
4 3.80 .63 
5 3.50 1.08 
6 3.50 .97 
7 3.38 1.60 
8 3.25 1.04 
9 3.60 ,97 
10 3.10 1.37 
11 4.20 .79 
12 3.70 .82 
13 3.20 1.03 
14 3.30 .82 
15 3.50 1.08 
16 3.90 1.10 
17 4.40 .52 
18 3.78 .44 
Item 50: REFUSE TO HELP IN Mean SD 
IMPROVEMENT PROJECT 
Population 3.86 .73 
School 1 3.80 .42 
2 3.33 1.00 
3 3.90 .74 
4 4.40 .52 
5 3.90 .74 
6 4.20 .63 
7 3.50 .76 
8 3.38 1.30 
9 4.20 .42 
10 4.20 .63 
11 3.60 .52 
12 3.50 .85 
13 3.80 .63 
14 3.90 .57 
15 3.80 .63 
16 4.20 .92 
17 3.80 .63 
18 3.89 .33 
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Item 51: REFUSE LEADERSHIP Mean SD 
ROLE 
Population 4.01 .74 
School 1 4.10 .57 
2 3.78 .83 
3 3.90 .74 
4 4.40 .52 
5 4.00 .67 
6 4.30 .48 
7 3.75 .71 
8 4.10 .32 
9 4.10 .32 
10 3.90 .32 
11 4.00 .47 
12 3.77 .67 
13 4.00 .67 
14 3.90 .74 
15 4.10 .57 
16 3.90 .88 
17 4.00 .47 
18 3.78 .97 
Item 52; LACK OF POSITIVE Mean SD 
MODELING 
Population 3.52 1.19 
school 1 4.20 .79 
2 3.78 1.09 
3 3.50 1.43 
4 3.60 1.26 
5 3.20 1.32 
6 2.50 1.43 
7 2.88 .83 
8 3.25 1.17 
9 3.10 .97 
10 3.10 1.52 
11 3.60 .97 
12 3.70 .82 
13 3.50 .97 
14 3.30 1.25 
15 3.50 1.43 
16 4.00 .94 
17 3.30 1.06 
18 3.89 1.17 
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Item 53: MALIGNS SCHOOL Mean SD 
Population 4.09 .92 
School 1 4.50 .85 
2 4.44 .53 
3 4.20 .79 
4 4.30 .67 
5 3.90 .88 
6 4.70 .48 
7 4.13 .64 
8 3.88 .82 
9 3.90 .88 
10 3.90 .88 
11 3.50 .53 
12 3.60 1.08 
13 4.00 .47 
14 4.00 .47 
15 4.00 .94 
16 3.60 .70 
17 4.13 .64 
18 4.00 .50 
Item 54; SCHOOL PRIDE WEEK Mean SD 
Population 4.39 .66 
School 1 4.60 .52 
2 4.67 .50 
3 4.70 .48 
4 4.80 .42 
5 4.80 .42 
6 4.80 .63 
7 4.38 .52 
8 4.75 .46 
9 4.00 .67 
10 4.30 .67 
11 4.00 .67 
12 4.20 .63 
13 3.90 .57 
14 3.80 .63 
15 3.90 .57 
16 4.10 .74 
17 4.70 .48 
18 4.67 .50 
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Item 55: WASTES DISTRICT Mean SD 
RESOURCES 
Population 4.39 .70 
School 1 4.20 .42 
2 4.22 .97 
3 4.10 .57 
4 4.60 .52 
5 4.30 .48 
6 4.70 .48 
7 4.75 .46 
8 4.13 .64 
9 4.90 .32 
10 4.30 .48 
11 4.50 .53 
12 4.30 .48 
13 4.50 .53 
14 4.40 .52 
15 4.60 .52 
16 4.10 1.29 
17 4.60 .52 
18 3.78 1.39 
Item 56: WANTS DECISION Mean SD 
MAKING RESPONSIBILITIES 
Population 3.92 1.04 
School 1 4.20 .63 
2 3.78 1.09 
3 3.80 1.23 
4 3.60 .97 
5 4.30 .67 
6 4.00 .94 
7 3.75 .71 
8 3.88 .64 
9 3.50 .97 
10 4.10 .57 
11 3.30 1.34 
12 3.70 .95 
13 3.70 .82 
14 3.70 .67 
15 4.30 .48 
16 4.11 .93 
17 4.22 .97 
18 3.56 .88 
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Item 57: STARTS CLASSES LATE Mean SD 
ENDS THEM EARLY 
Population 4.47 .60 
School 1 4.50 .53 
2 4.44 .53 
3 4.70 .48 
4 4.60 .52 
5 4.70 .48 
6 4.50 .53 
7 4.50 .53 
8 4.25 .46 
9 4.70 .48 
10 4.60 .52 
11 4.50 .53 
12 4.20 .63 
13 4.20 .63 
14 4.50 .71 
15 4.60 .52 
16 4.20 1.23 
17 4.50 .53 
18 4.22 .44 
Item 58; FAIL TO HELP Mean SD 
COLLEAGUE IN NEED 
Population 4.45 .52 
School 1 4.60 .52 
2 4.67 .50 
3 4.40 .52 
4 4.40 .52 
5 4.30 .48 
6 4.70 .48 
7 4.38 .52 
8 4.00 .00 
9 4.30 .48 
10 4.90 .32 
11 4.60 .52 
12 4.30 .67 
13 4.30 .48 
14 4.40 .52 
15 4.60 .52 
16 4.40 .52 
17 4.50 .53 
18 4.22 .67 
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Item 59: FAIL TO IMPROVE Mean SD 
SELF 
Population 3.82 .68 
School 1 4.10 .57 
2 3.89 .60 
3 3.90 .57 
4 4.00 .68 
5 3.70 .95 
6 4.20 1.03 
7 4.00 .76 
8 3.88 .35 
9 3.80 .63 
10 3.80 .42 
11 3.50 .53 
12 3.30 .48 
13 3.60 .84 
14 4.00 .67 
15 3.80 .42 
16 3.70 .48 
17 3.90 .57 
18 3.78 1.09 
Item 60: PLEA FOR GREATER Mean SD 
TRUST 
Population 4.03 .79 
School 1 4.20 .79 
2 4.56 .53 
3 4.00 1.15 
4 3.60 1.08 
5 4.10 .57 
6 4.40 .97 
7 4.00 .53 
8 3.75 .71 
9 3.70 .82 
10 4.40 .70 
11 4.40 .52 
12 3.70 .67 
13 3.60 1.08 
14 3.80 .79 
15 4.10 .57 
16 4.00 .67 
17 4.20 .63 
18 4.00 .50 
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Item 61; JOKES ABOUT SCHOOL Mean SD 
GOALS 
Population 3.67 .85 
School 1 3.80 .79 
2 3.89 .79 
3 3.70 .82 
4 3.80 .79 
5 3.90 .88 
6 3.70 1.06 
7 3.13 .35 
8 3.50 .76 
9 4.10 .57 
10 3.70 .67 
11 3.60 .52 
12 3.20 .63 
.13 3.40 .70 
14 4.00 .67 
15 3.70 .82 
16 3.50 .53 
17 3.22 .83 
18 3.44 .53 
Item 62; IS INSENSITIVE TO Mean SD 
OTHERS 
Population 4.29 .74 
School 1 4.20 1.23 
2 4.56 .53 
3 4.50 .53 
4 4.70 .48 
5 4.30 .48 
6 4.60 .52 
7 4.13 .64 
8 4.00 .93 
9 4.80 .42 
10 4.60 .52 
11 4.00 1.15 
12 3.80 1.03 
13 3.90 .32 
14 4.30 .48 
15 4.40 .52 
16 4.30 .48 
17 4.20 .42 
18 3.78 1.09 
